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ABSTRACT
Leading for Excellence
by Atikah S. Osman
Purpose: The purpose of this explanatory mixed-methods study was to determine the
degree of importance for the 12-step principles proposed by Harvey, Drolet, and Devore
(2014) to create a K-12 school environment that fosters high student achievement as
perceived by public high school principals. A secondary purpose was to explore and
describe the leadership strategies for implementing the 12-step principles proposed by
Harvey et al. to create a K-12 school environment that fosters high student achievement
as perceived by public high school principals.
Methodology: The researcher used sequential explanatory mixed methods for this study.
The researcher worked with a thematic group of 7 peer researchers to develop the survey
and interview protocol used for data collection. Purposeful sampling was used to identify
participants who met the sample criteria for this study.
Findings: Based on quantitative research findings, the 12-step principles perceived to be
the most critical by public high school principals are as follows: flexibility and resilience,
strong leadership, vision and values, and high expectations. Based on the qualitative
findings, the researcher found that codes related to the following principles were reported
by leaders at the highest percentage: academic achievement for the 21st century (13%),
love and passion (11%), communication (10%), and high expectations (9%).
Conclusions: Conclusions reached through research include a strong interconnectedness
of the 12-step leadership principles proposed by Harvey et al. (2014), the notion that
strong leadership encompasses many different variables, recognizing that developing
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vision and values shape the school environment, understanding that communication to all
stakeholders is key, ensuring student achievement is a central focus of all site leaders,
recognizing that data drives all decision-making, and finally, recognizing that building
relationships matter.
Recommendations: Recommendations for future research could include completing a
replication study, a longitudinal study, and further explanatory mixed-methods study.
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PREFACE
Following collaborative discussions regarding high-achieving public schools,
seven doctoral students in collaboration with faculty researchers developed a common
interest in investigating how K-12 educational leaders create an environment that
supports high student achievement. This resulted in a thematic study conducted by a
research team of seven doctoral students. This mixed-methods study was designed with a
focus on Harvey, Drolet, and DeVore’s (2014) Leading for Excellence 12-step program
to attaining high student achievement: strong leadership, establish a culture of high
achievement, vision and values, high expectations, love and passion, focus on learning
and academic rigor, embedded professional development, academic achievement and
assessment for the 21st century, strength of teams, collaboration and shared decisionmaking, communication, flexibility, and resilience. The purpose of this study was to
determine the degree of importance for the 12-step principles proposed by Harvey et al.
to create a K-12 school environment that fosters high student achievement as perceived
by public high school principals in Orange County. In addition, a secondary purpose was
to explore and describe the leadership strategies for implementing the 12-step principles
proposed by Harvey et al. to create a K-12 school environment that fosters high student
achievement as perceived by public high school principals in Orange County.
Educational leader participants were selected by each member of the thematic
research team from various public K-12 school districts in California to examine the
degree of importance of the 12-step principles these site leaders used. In addition, the
researchers also examined the leadership strategies used for implementing the 12-step
principles at the school sites. This researcher then administered a survey to five public
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high school principals to determine the perceived degree of importance for implementing
the 12-step principles as proposed by Harvey et al. Next, this researcher interviewed the
same five public high school principals to determine what leadership strategies helped
them establish a culture of high student achievement. To ensure thematic consistency
and reliability, the team cocreated the purpose statement, research questions, definitions,
interview questions, survey, and study procedures.
Throughout the study, the term peer researchers was used to refer to the other
researchers who conducted this thematic study. The peer researchers conducted
individual studies of school site implementation of the 12-step principles using the same
methodology as this study for the following populations in California K-12 school
districts: Kristen Belknap, urban elementary school principals in Fresno and Tulare
Counties; Reyna Garcia, elementary principals in San Bernardino County; Allison
Hernandez, elementary Title I principals in Fresno County; Khaled Khaled, high school
superintendents in Sacramento County; Robert Sherlock, assistant superintendents of
curriculum and instruction in Orange and Riverside Counties; Amy Parangan, elementary
principals in Solano, Napa, and Sonoma counties; and Atikah Osman, high school
principals of Orange County.
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CHAPTER I: INTRODUCTION
With constant changes in legislation, pressure has continued to be placed on
school administrators and teachers to achieve more rigorous and challenging standards.
Historically, schools have undergone initiatives such as Race to the Top and No Child
Left Behind (NCLB), and national standards continue to change to meet the needs of
students in the 21st century. Additionally, more rigorous standards for student
achievement at the state and district level have led many school districts to look for
research-based methods that will positively affect student outcomes on school climate
and achievement. Therefore, a quality education for all students is necessary as we are
preparing our youth to enter society and compete in the global economy. Thus, it is
important to recognize that quality instruction and school leadership are factors that affect
student achievement (Waters, Marzano, & McNulty, 2003). It is widely believed that a
good principal is the key to a successful school. NCLB encouraged the replacement of
the principal in persistently low-performing schools, and the Obama administration made
this a requirement for schools undergoing federally funded turnarounds (Branch,
Hanushek, & Rivkin, 2013).
All current school reform efforts aim to improve curriculum and instruction,
regardless of approaches to this issue. Administrative behavior, policies, and practices in
the schools appeared to have a significant impact on school effectiveness (Edmonds,
1979). The common denominator on school change and reform is school leadership
(Louis, Leithwood, Wahlstrom, & Anderson, 2010). However, what is less clear is how
leadership matters and how important those effects are in promoting the learning of all
children (Nettles & Herrington, 2007). Much of the seminal research has focused on
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school organization, performance, and staff morale. A recent shift in focus on student
achievement has forced researchers to examine instructional leadership (Blasé & Blasé,
1998). In addition, new research may shed light on principal impacts on student
outcomes.
There is evidence that suggests that school leadership has an impact effect on
academic achievement (Hallinger, 2003; Leithwood & Jantzi, 2008). Principals are seen
as the main change agent of their schools; they play many roles and effect student
achievement in several ways. Researchers have linked positive student outcomes,
especially student achievement, to strong school leadership (Leithwood & Jantzi, 2008;
Waters et al., 2003). The idea of effective school leadership contributing to student
achievement is not a new phenomenon; earlier research found that the relationship was
statistically weak (Chappelear & Price, 2012). Marzano, Waters, and McNulty (2005)
found a significant correlation between leadership responsibilities or leadership styles and
student achievement. However, there has been little research on the relationships
between principal characteristics, such as experience, knowledge, personal traits, and
beliefs, to leadership behavior and student achievement. A recent meta-analysis of the
relationship between school leadership and student achievement suggests the impact of
teacher and instructional practices (Marzano et al., 2005). For this study, the researcher
focused on leadership characteristics of high school principals and their relationship to
student achievement.
It is widely believed that a good principal is key to a successful school
(Leithwood & Jantzi, 2008). Research shows that there exists a positive relationship
between transformational principal leadership and school climate (Allen, Grigsby, &

2

Peters, 2015). According to Allen et al. (2015), “School districts that are searching for
research-based methods of school improvement should begin by examining campus
leadership styles and taking note of their effect on the school climate and student
achievement” (p. 2). Further, the practice of data-driven instruction has been found to
have an impact on teachers’ perceptions of school conditions, their commitment to
change, organizational learning, and student outcomes (Allen et al., 2015). Through an
initial scan of the data, it is evident that principals must apply more than just one “best
practice” to see results in the school setting (Fullan, 2007). Academic achievement and
national standards for learning have motivated school leaders and stakeholders to
examine factors affecting student performance and achievement. The research yielded
different results, as some data show a strong correlation between leadership and
achievement and others show no link between school leadership and its effects on student
achievement (Leithwood & Jantzi, 2008). The challenge to measuring the effect of
school leaders is separating student achievement from the other factors that drive them,
such as socioeconomic status, resources, and other internal/external factors. It is
important to better understand and improve the impact of principals on the achievement
of their students as it has widespread benefits (Nettles & Herrington, 2007).
Background
The term “urban school” creates images of poverty, low educational attainment,
high crime, drug addiction, dysfunctional families, gang activity, and violence (Reed &
Swaminathan, 2016). However, the definition can vary, depending on the literature. It is
imperative to look at urban schools because of their unique demographics and the issues
previously listed. Many schools are facing new and rigorous standards, and leadership
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and student achievement is of the utmost importance. Principals and school leaders are
responsible for maintaining and improving teacher quality, monitoring and enforcing
student conduct, and ensuring that the curricula are implemented with fidelity (Dhuey &
Smith, 2014). This study aims to understand how schools with high achievement
maintain high expectations and academic rigor.
Theoretical Foundations of Leadership
An understanding of leadership styles and implementation is crucial in
understanding a foundational overview. It is important to review leadership theories
provided by Bossert, Dwyer, Rowan, and Lee (1982), Hallinger (2012), Marzano et al.
(2005), Purkey and Smith (1983), and Leithwood, Louis, Anderson, & Wahlstrom,
(2004).
Leadership style and its effects. In their seminal review of literature, Bossert et
al. (1982) aimed to define “instructional management.” Their definition was that it
“conceptualized actions and strategies employed by principals that are intended to impact
the school’s instructional organization and learning climate with the goal of improve
student achievement” (p. 37). According to the model, factors such as personal
characteristics, district characteristics, and external characteristics all affect the
principal’s leadership style. In turn, the principal affects the school’s climate,
instructional organizational, and student achievement. According to Bossert et al.’s
(1982) model, a principal’s leadership style is shaped by the school’s internal and
external contexts, in addition to the principal’s personal traits and characteristics.
Further, a principal’s leadership style directly influences school climate and instructional
practices and indirectly, student achievement.
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Positive school environment. Another early attempt at a leadership model is
Hallinger (2012), known as the Principal Instructional Management Rating Scale
(PIMRS) framework. The study found that basic leadership necessities included setting
direction, developing people, and redesigning the organization to foster a positive school
environment (Hallinger, 2012). It incorporated three dimensions: defining the school
mission, managing the instructional program, and developing a positive school learning
climate.
Marzano et al.’s (2005) “21 Responsibilities of the School Leader” serves as a set
of standard operating procedures for effective principals. The 21 responsibilities
identified are the result of Marzano et al.’s study to identify and describe the most
effective practices that leaders use to foster positive school culture and student
achievement. According to Waters et al. (2003), “Transformational leadership and
instructional leadership are needed to maintain high standards and academic rigor” (p. 8).
This work demonstrated statistically significant relationships with student achievements.
Purkey and Smith’s (1983) extensive review and research found nine variables
encompassed in effective schools: instructional leadership, site management, staff
stability, curriculum articulation and organization, schoolwide staff development,
parental involvement and support, schoolwide recognition of academic success,
maximized learning time, and district support. In addition, these variables must be mixed
into a school climate and culture that fosters professional and collaborative relationships,
a sense of community, and has clear vision and mission. This proves that school
leadership is more complex than what meets the eye at the surface level.
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Instructional leadership. Leithwood et al. (2004) made two important claims in
their seminal work. First, leadership is second only to classroom instruction among all
school-related factors that contribute to what students learn at school. The authors also
stressed that leadership is the catalyst for all components of school climate and student
achievement. The authors suggested that basic leadership necessities include setting
direction, developing people, and redesigning the organization to foster a positive school
environment. The following variables, among others, affect student learning at the
secondary school level: principal experience, relationship building, shared leadership, and
instructional management. According to Leithwood et al.’s (2004) framework, “Features
of state and district policies, practices, and other characteristics interact with one another
and exert an influence on what school leaders do” (p. 10).
Theoretical Framework
This research study examines the work of Harvey, Drolet, and DeVore’s (2014)
work, outlining the 12-step principles of effective leadership. The major variables that
the book outlines include strong leadership, culture of high achievement, vision and
values, high expectations, love and passion, learning and academic rigor, professional
development, achievement and assessment for the 21st century, strength of teams,
collaboration and decision-making, communication, and flexibility and resilience.
Strong Leadership
Strong leadership is the foundation of student achievement and school culture;
when a leader is enthusiastic about his or her school, teachers and students share that
same enthusiasm. Leaders are tasked with the responsibility to build capacity in the staff,
community, and parents in order to foster a prime school environment. De Bevoise
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(1984) stated, “The effective principal has a clear sense of mission and control, tests the
limits in providing needed resources, is persuasive and committed to high standards, uses
a participatory style, and is not content to maintain the status quo” (p. 17). Further,
schools with more administrative support show higher academic achievement. A strong
leader is also willing to lead change initiatives with uncertain outcomes, often
challenging the status quo (Marzano et al., 2005). They do this to consider new and
better ways of doing things in their school, pushing their organizations beyond their
limits.
Establishing a Culture of High Achievement
Effective school leaders also set direction and stand by firm expectations for
quality instruction (Weinstein, Schwartz, Jacobowitz, Ely, & Landon, 2009). The more a
principal seeks to understand the dynamics of his or her school and the students he or she
serves, the more a principal is likely to understand what the school needs to foster that
culture of high achievement and positive school climate. Strong leaders also play a role
as an instructional leader and even focus on social development in addition to high
standards. According to Edmonds (1979),
In improving schools, the principal is more likely to be an instructional leader,
more assertive in his institutional leadership role, more of a disciplinarian, and
perhaps most of all, assumes responsibility for the evaluation of the achievement
of basic objectives. (p. 17)
Vision and Values
A leader who creates visions and values for the school truly sets the tone for other
individual factors that impact the school. Further, Allen et al. (2015) stated,

7

A leader who is a role model for staff and behaves in accordance with the values
he or she promotes can easily build commitment to the campus and its goals,
which can lead teachers to perceive the school climate as a positive one. (p. 15)
Setting the vision and values and revisiting them truly shape what members of the
organization know and are able to do (Leithwood & Mascall, 2008).
High Expectations
Using data to monitor student progress allows school leaders to set high
expectations, motivate their team, and recognize positive work. According to Leithwood
et al. (2004),
People are motivated by goals that they find personally compelling, as well as
challenging but achievable. Having such goals helps people make sense of their
work and enables them to find a sense of identity for themselves within their work
context. (2004, p. 8)
Setting high expectations in an organization allows for school leaders to build a culture of
high achievement and academic rigor.
Love and Passion
The belief that all students can learn is a significant feature of showing love and
passion in the school. Further, creating a sense of community between students and
families also impacts the organization positively. There is a direct effect of school
leadership on student achievement through building relationships and interacting with
students (Blasé & Blasé, 2000). Love and passion also transcend to the staff and teachers
as well. Day and Sammons (2016) stated, “Acknowledging and rewarding good work
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and providing feedback to teachers about their work also means creating positive working
conditions for teachers” (p. 238).
Learning and Academic Rigor
Careful and frequent evaluations help to foster environments of learning and
academic rigor. Research indicated positive effects related to student achievement of
principals monitoring and providing feedback to teachers (Hitt, Woodruff, Meyers, &
Zhu, 2018). These studies also suggested that principals may influence teachers’ use of
standards-based instructional practices through the instructional vision that they
articulate, their expectations for specific forms of instructional practice, and their focus
on instruction (Katterfeld, 2011). This would influence student achievement in ensuring
that sound instruction is being delivered in the classroom, creating a solid culture of
learning. Protection of instructional time was also a significant attribute of quality
instructional management. Finally, data-driven instruction and empowering teachers to
make instructional decisions helps foster high expectations from all stakeholders.
Professional Development
Being able to foster systematic discussions regarding current research and theory
on effective schooling is the objective of professional development. Studies have shown
that school participation in professional development at least doubles performance (Day
& Sammons, 2016; Printy & Marks, 2006). Professional development availability and
opportunities also help to create environments of achievement. Professional development
is imperative to keeping informed about current research and theory on effective
schooling while as Waters and Cameron (2007) suggested, “continually exposing staff to
cutting-edge research and theory on effective school” (p. 9). However, staff development

9

will not have its intended impact delivered if it is discrete or without ongoing support
(Jacobson, 2010).
Achievement and Assessment for the 21st Century
School leadership is not a new concept; however, learning and student
achievement in the 21st century has introduced rigorous new standards and concepts that
are aimed to foster competitive students in the global economy. In addition, technology
and new research also play a part in the crucial role that school leaders play in student
achievement. Having instruction and assessment geared toward applying rigorous
knowledge to unpredictable situations like those that drive the real world would be one of
many ways that school leaders could foster student achievement (Daggett, 2005).
Strength of Teams
It is important to build a community of adult learners who share a common
interest in creating a stronger school (Barnes, 2004). When a team has the same goals in
mind, it is more efficient and effective. Further, a strong team also shares a common
vision, goal, and mission. The practice of professional learning communities allows
teachers and administrators to share the same vision about student achievement data and
work toward raising student achievement (Brown, 2016). An effective school leader also
builds capacity by having strong teams and employing the use of norms and routines
(Harvey et al., 2014). Establishing these structuring devices allows teams to make
decisions effectively.
Collaboration and Decision-Making
The literature shows that principals alone cannot provide sufficient leadership
influence to improve the quality of instruction or the level of student achievement and
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outcomes. Leadership demands more than one person can provide (Sussman, 2018).
Secondary principals create a culture of high performance through aligning individual
growth and goal setting to the school’s vision and developing the school leadership team
by coaching and mentoring them to gain skills for the school vision attainment (Hitt et
al., 2018). Shared leadership creates conditions for maximizing individual and collective
strengths (Sussman, 2018).
Teachers feel more positive about their school environment when their principal
values them as a partner in the school program and not just as a staff member (Allen et
al., 2015). When teachers share leadership responsibilities with administrators, strong
standards for their professional work grow over time. Leadership collective efficacy
plays a role on student achievement; if the leader does not believe that he or she will
drive school improvement, it will most likely not have a positive impact on student
achievement.
Communication
Principals, superintendents, and school boards must engage teachers and other
stakeholders in dialogue to understand each school’s needs (Chappelear & Price, 2012).
The principal deliberately models desired behavior through demonstrating desired norms
of behavior in the presence of stakeholders (Hitt et al., 2018). The principal’s role as an
administrator should be to facilitate collaboration, and therefore, they must build
relationships with all stakeholders involved (Brown, 2016).
Other researchers suggested that other behaviors of successful school principals
include engaging parents and the community in order to further build relationships.
Parental involvement is certainly viewed as part of the school process and should be an
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open, positive relationship between parents, the community, and the school (Brown,
2016). Research indicated that engaging parents and the community enabled principals
to further utilize resources available and increase leadership power to foster positive
student outcomes.
Flexibility and Resilience
Finally, flexibility and resilience are important characteristics of good leadership.
Being able to adapt leadership styles to the needs of specific situations is important in a
world of ever-changing expectations and standards. It is a valuable trait to be able to
have resilience to prepare for a crisis before one occurs. Leaders should be comfortable
making major changes in how things are done while encouraging people to express
diverse and contrary opinions (Marzano et al., 2005). When certain situations become
difficult or uncomfortable, strong leaders exhibit flexibility and resilience (Maulding,
Peters, Roberts, Leonard, & Sparkman, 2012). Building resilience and flexibility within
a school culture comes from empowering stakeholders through the school’s mission and
vision statements.
Organizational Leadership
Educational leadership theory has significantly evolved over the years. Several
eras of leadership have emerged and need to be considered in conjunction with Harvey et
al.’s (2014) study. Hallinger and Heck’s (1996) study suggested that organizational
leadership and culture was defined as the norms, values, beliefs, and assumptions that
shape members’ decisions and practices. Additionally, studying trait theory and its
assumptions that leaders are born is a gap in research. W. K. Hoy and Miskel (2000)
categorized the traits into three groups: personality, motivation, and skills. Ultimately,
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trait theory should lead to effective selections of leaders and goodness of fit for both the
school and the leader.
Leadership behavior theory provides the framework for behavioral research of
leaders, distinguishing the leadership behaviors that distinguish an effective leader from
an ineffective one (W. K. Hoy & Miskel, 2000). Finally, a contingency model illustrates
that effective leaders are surrounded by a matrix of expectations and demands,
consistently managing several sets of tensions and making the right tough decisions about
leadership dilemmas.
K-12 Leadership and Student Achievement in Secondary Schools
The principal plays a significant role in fostering effective schools and creating
environments of high achievement. The principal’s roles can be characterized as
delegating responsibilities, creating environments for shared decision-making, providing
resources, and developing teachers (Murphy, 1994). Strong leaders increase achievement
by developing a clear vision and goals, establishing high expectations, using data to
inform, and monitoring student progress while allowing for course correction (Leithwood
et al., 2004). Further, the importance of the role of the principal as a change agent and
instructional leader appears in the research on change and effective schools (Fullan,
2007).
Statement of the Research Problem
The focus of this mixed-methods study was to understand the perception of urban,
secondary principals on the 12-step principals proposed in Harvey et al.’s (2014) Leading
for Excellence and their effects on student achievement. The current changes in
education, with the induction of Common Core State Standards (CCSS) and new
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accountability measures for school districts, require a closer examination on school
leadership practices, school climate, and culture efforts. Common to almost all
government reforms on education has been an increased emphasis on accountability,
assessment, and performance (Day & Sammons, 2016). A recent shift in focus on
student achievement has forced researchers to examine school and instructional
leadership (Blasé & Blasé, 1998). School leaders need to understand that there are many
internal and external variables that impact student achievement as modeled in several
frameworks. In addition, new research may shed light on principal direct and indirect
impacts on student outcomes and the role that school principals play on student
achievement.
There is significant evidence suggesting that school leadership has a significant
effect on academic achievement (Hallinger, 2003; Leithwood & Jantzi, 2008). Principals
are seen as the main change agent of their schools; however, they play many roles and
effect student achievement in many ways (Fullan, 2007). Also, research has provided
consistent evidence that demonstrates both positive and negative impacts of principal
leadership on the school organization, culture and conditions, in addition to teaching and
student achievement (Hallinger, 2003; Leithwood & Jantzi, 2008; Waters et al., 2003).
How and why a principal’s characteristics and behaviors, in addition to internal
and external factors, impact the school’s achievement is not clear. Research is needed to
understand how a principal contributed to the school organization as a whole and to
identify which leadership behaviors directly impacted student achievement most (Hitt,
Woodruff, Meyers, & Zhu, 2018). Although it is acknowledged that measurable
outcomes of students’ academic progress and achievement are key indicators in
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identifying school effectiveness, they are insufficient to define successful schools (Day &
Sammons, 2016).
In-depth research regarding Harvey et al.’s (2014) 12-step principles can help K12 leaders support greater student achievement. There is a need for more research into
the effects of leader behavior on teacher behavior, the relationship of instructional
leadership to teaching, instructional leaders’ characteristics, and conditions necessary for
effective instructional leadership (Blasé & Blasé, 2000; Hallinger 2005; Leithwood &
Riehl, 2003). Therefore, a study on the perception of school leaders is necessary to
understand how these principles affect student achievement outcomes. What is needed
are specific steps that school leaders can take to eliminate the achievement gap to build
school communities and culture of high achievement (DuFour & Marzano, 2011;
Wagner, 2014).
Purpose Statement
The purpose of this explanatory mixed-methods study was to determine the
degree of importance for the 12-step principles proposed by Harvey et al. (2014) to create
a K-12 school environment that fosters high student achievement as perceived by public
high school principals. A secondary purpose was to explore and describe the leadership
strategies for implementing the 12-step principles proposed by Harvey et al. to create a
K-12 school environment that fosters high student achievement as perceived by public
high school principals.
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Research Questions
1. What is the degree of importance for the 12-step principles proposed by Harvey et al.
(2014) to create a K-12 school environment that fosters high student achievement as
perceived by public high school principals?
2. What are the leadership strategies for implementing the 12-step principles proposed by
Harvey et al. (2014) to create a K-12 school environment that fosters high student
achievement as perceived by public high school principals?
Significance of the Problem
This study described the impact of principal leadership on student achievement in
secondary schools. It aimed to explore and describe specific leadership strategies
implemented by secondary principals to promote student achievement and success. More
specifically, this research examined the perceptions of administrators and how they
implement leadership strategies to create a culture of high achievement in schools,
specifically urban schools. It is widely believed that a good leader is the key to a
successful school. NCLB encouraged the replacement of the principal in low-performing
schools, and the Obama administration made it a requirement for schools undergoing
turnaround (Branch et al., 2013). When focusing on urban schools, leaders have to
contend with external issues such as poor nutrition, transience, drug use, crime, and other
factors of low socioeconomic disadvantaged students (Jacobson, 2010).
Although teacher quality has great influence on student motivation and
achievement, the quality of leadership matters in determining the quality of an
instructor’s teaching, which subsequently affects student performance (Fullan, 2007).
Effective leadership can maximize opportunities to build a highly effective school
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environment among all stakeholders to promote high achievement for all students. A
review of research indicated that principal leadership can make a difference in student
learning and achievement (Hallinger & Heck, 1996). In order for principals to reach high
levels of performance, they must know the difference between what works and what does
not work (W. K. Hoy & Miskel, 2000).
Determining the impact of principals on learning is a difficult analytical problem.
Therefore, this study is significant to secondary principals and how their leadership
impacts the achievements of their students. The implementation of Harvey et al.’s (2014)
12 principles and how they impact student outcomes would be valuable to administrators
and district personnel in charge of hiring and placing principals at the school.
With all of the responsibilities that principals have and all of the different traits
and factors, it can be difficult to determine which combination of principles applied are
most effective in improving student achievement. Principals improve their school
climate by empowering their staff to take collective ownership over vision and decisions,
create opportunities for communication and collaboration, in addition to focusing on
student behaviors and outcomes (Leech & Fulton, 2008). These factors especially are
important to consider in urban schools (Leithwood & Jantzi, 2008).
Definitions of Terms
For the purpose of this study, the following definitions were used as key terms:
Theoretical Definitions
Strong leadership. Strong leadership is the ability of a leader to establish clear
vision and goals for an organization focused on student achievement and team
collaboration (Harvey et al., 2014; Leithwood, 2010).
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Culture of high achievement. Culture of high achievement is established when
value is placed on high student achievement, trust, and agreed upon norms (Harvey et al.,
2014; Hallinger & Heck, 1998).
Vision and value. Vision and values are the establishment and strategic planning
of an organization’s goals and collective efforts toward increased student achievement
(Harvey et al., 2014; Lunenburg, 2010).
High expectations. High expectations define the beliefs and goals set by
educational leaders for all students and staff to achieve high standards of behavior and
achievement to which student achievement will be increased (Day, Harris, & Hadfield,
2001; Harvey et al., 2014; Printy & Marks, 2006).
Love and passion. Love and passion are the values a leader places on
establishing relationships and being intentionally committed to connecting and relating to
a team and include remaining aware of the personal needs of teachers, maintaining
personal relationships with teachers, and inspiring teachers to accomplish things that
might seem beyond their grasp (Arnold, Perry, Watson, Minatra, & Schwartz, 2007;
Harvey et al., 2014; Waters et al., 2003).
Focus on learning and academic rigor. Focus on learning and academic rigor is
the ability of a leader to establish a set of defined standards for increased student
achievement supported by professional development and aligned to site vision and goals
(Bamburg & Andrews, 1991; Harvey et al., 2014).
Embedded professional development. Embedded professional development is a
leader’s consistent and purposeful actions to ensure that professional development is
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ongoing and aligned to increased student achievement and highly functioning
professional relationships (Harvey et al., 2014; Lynch, Smith, Provost, & Madden, 2016).
Academic achievement and assessment for the 21st century. Academic
achievement and assessment for the 21st century is value placed on assessment data
driving educator’s decision-making and establishing a student’s development of 21stcentury skills such as communication, collaboration, and creativity (Harvey et al., 2014;
McGuigan & Hoy, 2006).
Strength of teams. Strength of teams is confidence that all team members are
focused on the same vision and goals, have collective self-efficacy, feel highly valued,
and celebrate high achievement together (Harvey et al., 2014; McGuigan & Hoy, 2006).
Collaboration and shared decision-making. Collaboration and shared decisionmaking involve communication across the entire team of any information that
collectively binds a team to support increased student achievement and the establishment
of a high-functioning team (Forman, Stosich, & Bocala, 2017; Harvey et al., 2014).
Communication. Communication is the message sent through various means
such as written and spoken language and body language, behavior, and actions (Arnold et
al., 2007; Harvey et al., 2014).
Flexibility and resilience. Flexibility and resilience are displayed through a
leader’s ability to adapt leadership behavior to support growth in an organization while
overcoming adversity and remaining focused on an organization’s goals and needs
(Harvey et al., 2014; A. W. Hoy & Hoy, 2006; Marzano et al., 2005).
Distributed leadership. Distributed leadership implies a social distribution of
leadership where leadership is stretched over a set or group of individuals and the tasks
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are accomplished through interaction between multiple leaders (Harris, Leithwood, Day,
Sammons, & Hopkins, 2007; Leithwood & Jantzi, 2000; Spillane, Halverson, &
Diamond, 2001).
Operational Definitions
Create. For the purpose of this study, create is defined as causing something to
happen as a result of one’s course of action or behavior.
High achievement. For the purpose of this study, high achievement is defined by
the California School Dashboard as schools that have met or exceeded standard, scoring
in the green or blue achievement markers on the California School Dashboard.
High school principal. High school principals are the individuals who oversee
daily operations and leader change at their school site.
High school. A high school is a term primarily used in the United States and
Canada to describe the level of education students receive from approximately 13 to 18
years old.
Delimitations
Delimitations for this study restricted participation in this research by setting
specific boundaries for the study. This study was delimited to urban high school
principals with evidence of leading a high-achieving school defined as the California
School Dashboard as districts who have met or exceeded standard, scoring in the green or
blue achievement markers on the CA Dashboard and four of the six following criteria:
• The principal was employed at a high school within Orange County with a minimum
of 75 staff members;
• The principal has a minimum of 3 years of experience at his or her current site;
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• The principal has a minimum of 5 years in the profession;
• The principal has a membership in professional associations in his or her field;
• The principal has articles, papers, or materials written, published, or presented at
conferences or association meetings;
• The principal was willing to be a participant and agreed to the informed consent form.
Organization of the Study
This study is organized into five chapters and references and appendices to
examine the principles of leadership to foster student achievement. Chapter I served as
the introduction, including background information, principal’s role in schools, and the
framework introduced by Harvey et al. (2014) to examine the principles of effective
leadership and its effects on student achievement. Chapter 1 also included the
significance of the problem, purpose statement, research questions, and definitions in
order to create a foundation to examine leadership at school sites. Chapter II is a review
of literature related to the 12-step principles and school site leadership. Chapter III
explains the methodology and research design of the study, including descriptions of
population, sample, data collection, and analysis steps. The sampling method and
instrumentation are also identified. Chapter IV presents the discussion of results and
summary of the study. The analysis of data from the interview is discussed to identify
how principals perceive studied traits. Chapter V summarizes the findings, conclusions,
implications, and recommendations for further research.
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CHAPTER II: REVIEW OF THE LITERATURE
Principals are often seen as the primary agents of change to improve student
achievement in their schools, yet the role of the principal is complex (Allensworth,
Nagaoka, & Johnson, 2018). They need to be educational visionaries, instructional and
curriculum leaders, assessment experts, disciplinarians, community builders, public
relations experts, budget analysts, facility managers, special program administrators, and
expert overseers of legal, contractual, and policy mandates and initiatives (Connelly,
2013). In addition, school leaders need to recognize their leadership style and have an
understanding of how vastly important it is to the overall effectiveness of their school.
The leadership styles that are enacted by principals play an integral role in the daily
operations of the school (W. K. Hoy & Smith, 2007). Principals and administrators are
imperative to leading educational improvement, fostering effective change efforts,
leading the implementation of new standards, and are central to shaping strong,
professional school cultures (Peterson & Deal, 1998). In order to bring about positive
social change, school leaders must be aware of the problems within the organization that
need to be addressed (Roberson, 2010).
Principals across the nation are under immense pressure to improve outcomes for
all students. It is not enough to hire a person to lead the school and hope for the best; it is
important to support the principal in leading a school to success through effective school
practices and school improvement processes (Bloom & Owens, 2013). Schools have
been forced to focus more than ever before on raising students’ test scores because their
quality is judged and reported publicly in this way. Principals are key players in the
successful implementation of such reforms and are judged according to how their school
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succeeds in meeting the criteria for success set by a central government (Day, 2009). In
order to understand what being a successful principal means, it is important to uncover
detailed knowledge of their work in schools that are in different phases and social
contexts (Day, 2007).
More rigorous standards for student achievement have led many school districts
to look for strategies that would positively affect performance on standardized
assessments. In this current educational context of high stakes accountability, schools in
the United States are under significant pressure to increase student achievement.
Achievement for all students, regardless of socioeconomic status, gender, race, and
ethnicity, has become a central focus in education. As a result, school leaders are
continually searching for ways to improve student learning so they can successfully meet
the goals set forth by federal and state mandates. School districts that are searching for
research-based methods of school improvement should begin by examining principals’
leadership styles and taking note of their effect on school climate and student
achievement (Allen et al., 2015). Despite the extensive literature on teacher quality,
relatively little attention has been paid to the importance of principals in the fostering of
high student achievement (Dhuey & Smith, 2014).
The review is organized into four parts. Part I includes the theoretical foundations
of school leadership, including contingent leadership and transformational leadership.
Part II provides an overview of the theoretical framework that the study used as a model,
based on Harvey et al.’s (2014) Leading for Excellence. Part III introduces the 12-step
principles that were used in the study: strong leadership, culture of high achievement,
vision and values, high expectations, love and passion, focusing on learning and
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academic rigor, embedded professional development, academic achievement and
assessment for the 21st century, the strength of teams, collaboration and shared decisionmaking, communication, and flexibility, and resilience. A synthesis of literature matrix
was developed to support the importance of the 12 steps found in the body of literature
(Appendix A). The synthesis matrix included all citations and references used to conduct
background research on the dissertation study. Part IV concludes with a brief summary
of the chapter.
Theoretical Foundation
Leadership serves as a catalyst for unleashing the potential capacities that already
exist within an organization (Leithwood, Harris, & Hopkins, 2008). A principal’s
leadership style directly influences school climate and instructional practices and
indirectly impacts student achievement. Leadership style is a significant factor in the
motivation of teachers (Eval & Roth, 2011). Since 1990, researchers have begun to shift
their attention to leadership models more consistent with evolving trends in educational
reform such as empowerment, shared leadership, and organizational learning (Hallinger
& Heck, 1998). Leadership style is affected by teacher motivation, which has been a
major contributor to this improvement. Much of the evidence suggests that school
leadership has a significant effect on academic achievement (Hallinger & Heck, 1998;
Leithwood & Jantzi, 1999).
According to Fullan (2001), leaders must act with a moral purpose, understand the
change process, understand that it is critical that relationships improve, and work on
knowledge-creation and sharing. Leadership is widely considered a variable critical to
school improvement and has important effects on pupil learning. These leadership
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effects are usually greatest where they are needed most and act as a catalyst to unleash
the potential of other factors contributing to the improvement of student learning and
achievement (Leithwood & Levin, 2005). Almost all school leaders draw upon the same
basic practices of leadership: building vision and setting directions, understanding and
developing people, redesigning and reculturing the organization, and managing the
instructional program. The assumptions are that (a) the central task of leadership is to
help improve employee performance and (b) such performance is a function of
employees’ beliefs, values, motivations, skills, and knowledge and the conditions in
which they work (Day, 2007).
Leadership is only secondary to classroom instruction among all school-related
factors that contribute to what students learn at school. According to Leithwood et al.’s
(2004) study, instructional leadership is an expansion of transformational leadership
because it aspires to increase members’ efforts on behalf of the organization and develop
more skilled practice (Leithwood et al., 2004). Evidence suggests that school principals
indirectly impact teaching and learning when they hire qualified and effective teachers,
provide appropriate resources, provide appropriate instructional support, communicate
effectively, and have a visible, affirming presence in the school (Hallinger & Heck,
1996). Although classroom instruction has the greatest school-level impact on student
achievement, leadership has the second greatest effect (Leithwood et al., 2004).
Contingent Leadership
Basic leadership necessities include setting direction, developing people, and
redesigning the organization to foster a positive school environment. Contingent
leadership emphasizes the need for leaders to be responsive to the unique demands of
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their organizations and the contexts in which those organizations function (Leithwood &
Levin, 2005). This theory embraces leadership traits, characteristics of a situation, and
the way these factors impact leader effectiveness (Alig-Mielcarek, 2003).
Contingency theories seek to find variables that distinguish a leader’s behavior
across situations. This theory includes situational awareness into the leadership styles. It
is crucial that school leaders demonstrate contingent leadership skills to adapt to the everchanging pace of education to prepare them for any situation. Fiedler’s (1967)
contingency theory also found that leadership was affected by the intelligence of the
leader, actions of the leader, and the conditions that the leaders were operating under
(Fiedler, 1967). Fiedler was a business and management psychologist who developed a
theory concerned with the effectiveness of a leader in an organization. Directive
leadership, supportive leadership, participative leadership, and achievement-oriented
leadership were four characteristics found by Fiedler (1967) to be involved in
contingency leadership.
Transformational Leadership
Transformational leadership has been found to have positive effects on school and
organizational conditions. Northouse (2018) defined transformational leadership as the
ability to move people to want change, improve, and be led. Burns’s (1978) founding
work, Leadership, provided examples of different leadership styles, including
transformational leadership, which emphasizes a leader’s ability to recognize the
potential skills of an employee and engage the complete person and not just particular
traits. His study also described this leadership style as a way to satisfy followers’ needs
and to support followers in moving toward a higher level of work performance,
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promoting organizational involvement through a work environment where respect is
displayed and participation is encouraged (Burns, 1978). Transformational leadership
focuses on the commitments and capacities of organizational members and their
willingness to engage in extra effort on behalf of their organizations (Leithwood & Levin,
2005). This allows the leader and group members to work within a structure that shares
power and provide the support needed in order to sustain change within the organization.
Leithwood (1994) found that transformational leadership had an impact on
teachers’ perceptions of school conditions, their commitment to change, and the
organizational learning that takes place. A transformational leader is one who motivates
his or her followers to do more than they would ordinarily do by employing these three
strategies: (a) raising their level of awareness and consciousness about the importance
and value of designated outcomes and ways of reaching them, (b) getting them to
transcend their own self-interest for the sake of the team, organization, or larger policy,
and (c) altering their need level of Maslow’s hierarchy or expanding their portfolio of
needs and wants (Alig-Mielcarek, 2003; Bass, 1985).
Transformational leaders also create positive and healthy cultures, which
motivates staff and improves teacher performance. Transformational leadership includes
four dimensions: idealized influence or charisma, inspirational motivation, intellectual
stimulation, and individual consideration (Bass, 1985; Bass & Avolio, 1994; OsborneLampkin, Folsom, & Harrington, 2015). Leithwood (1994) concluded that the strongest
influence of transformational leadership on outcomes was through vision building and
fostering commitment to group goals, which increases the capacity for growth and
innovation. Transformational leadership encompasses the idea that this style of
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leadership helps to assess individual motives, satisfy organizational members’ needs, and
value them (Northouse, 2018). Successful educational leaders also need to develop a
deeper understanding of working within a school environment because effective leaders
are considered critical to the quality of teachers’ work and student learning.
Transformational leadership and instructional leadership are needed to maintain
high standards and academic rigor. Hallinger and Heck (1998) stated, “Rather than
focusing specifically on curriculum and instruction, transformational leadership seeks to
build the organization’s capacity to select its purposes to support changes to the school’s
core technology” (p. 169). Many aspects of transformational leadership positively
correlate with improved student achievement (Waters et al., 2003). Further, increased
student learning and more committed teachers were associated with principals who
demonstrated traits related to transformational leadership (Hauserman & Stick, 2013).
The goal of all school leaders should be to lead in a manner that allows students, teachers,
parents, and community to feel that they are an essential part of a great school culture. In
order to achieve this goal, administrators must have an understanding of transformational,
transactional, instructional, and inspirational leadership styles and how they can function
together to create an integrated leadership model (Smith & Squires, 2016).
Theoretical Framework
This research study examined Harvey et al.’s 2014 text Leading for Excellence
and the 12-step principles of leadership: strong leadership, culture of high achievement,
vision and values, high expectations, love and passion, learning and academic rigor,
professional development, achievement and assessment for the 21st century, the strength
of teams, collaboration and shared decision-making, communication, and flexibility and
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resilience, as seen in Figure 1. Note the 12-step principles represent a process not a step
by step approach.

Figure 1. How to increase student achievement. Adapted from Leading for Excellence: A
Twelve Step Program to Student Achievement, by T. Harvey, B. Drolet, and D. DeVore,
2014, p. vii, Lanham, MD: Rowman & Littlefield.
The aims of the text are to provide school leaders with a sense of what high
student achievement is and how to acquire it in their schools. The text focuses on school
leadership and its correlation to improving student achievement. However, there remains
a need to identify the specific leadership skills and qualities that would be most beneficial
to school leaders for their schools to be high achieving. Further research can be
conducted to understand the perceptions of principals on individual contributions of the
variables toward high student achievement. A challenge would be to separate a
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principal’s individual contributions from the many other internal and external factors that
drive student achievement.
Strong Leadership
The leader engages within the system with those they lead in a two-way
interaction and two-way communication experience. Thus, the leader is also impacted by
those that they lead impacting the system and the people they lead. Principals need to be
more than managers; they need to be creators of constructive change (Leithwood &
Levin, 2010). Leithwood, Day, Sammons, Harris, and Hopkins (2006) explored the
literature on successful school leadership and found four common core practices:
(a) setting directions, (b) developing people, (c) redesigning the organization, and
(d) managing the instructional (teaching and learning) program. Yet, to manage the
complexities of policy, community, and staff and student needs successfully requires
principals with clear values, vision, commitment, and resilience. School leaders must
also possess a wide range of knowledge, strategic, technical, and human relating qualities
and skills that are able to be sustained (Day, 2007).
Strong secondary principals empower staff by developing climates of
collaboration, by applying high standards to themselves and others, by seeking the
support of various influential groups within the school community, and by keeping ahead
of reform through ensuring that they have a national strategic view of what is and what is
to come (Day et al., 2001). It is important to recognize that building successful
leadership takes time and depends upon the principal establishing vision, hope, and
optimism; having high expectations; and acting with integrity to nurture, broaden, and
deepen individual, relational, and organizational trust (Day, 2009).
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Leaders must build capacity in staff, community, and parents (Lambert, 1998).
Therefore, they must manage tensions between dependency and autonomy, between
caution and courage, and between maintenance and development. Leaders consciously
challenge the status quo and systemically consider new and better ways of doing things.
Further, their focus must be on the improvement of students and staff who work in their
schools (DuFour, 2004). Teachers and staff share the enthusiasm that their leaders have,
especially when leaders are enthusiastic and committed to learning (Day et al., 2001).
Although teacher quality has the greatest inﬂuence on student motivation and
achievement, the quality of leadership matters in determining the motivation of teachers
and the quality of their teaching, which in turn affect student performance (Fullan, 2001;
Leithwood et al., 2004; Marzano et al., 2005). These indirect effects of strong leadership
are especially important in schools serving low socioeconomic students who are at-risk of
academic failure (Scheerens & Bosker, 1997). Strong leadership fosters a propensity to
set clear goals and to have these goals serve as a continual source of motivation (De
Bevoise, 1984).
Establishing a Culture of High Achievement
The literature showed that schools with more administrative support show higher
achievement (Fullan, 2001; Leithwood et al., 2004; Marzano et al., 2005). The culture of
a school is immediately evident and is a major indicator of the success of a school.
Culture is built within a school over time as teachers, school leaders, parents, and
students work together. The school culture often influences the staff development and
professional growth that takes place within a school to build a culture of high
achievement (Hallinger, 2003). A healthy and positive organizational culture improves
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the morale and motivation of the teaching staff in the school organization. A positive
school culture may also have a significant influence on the academic and social success
of the students within schools (Squires & Kranyik, 1996). Such characteristics include
fewer suspensions, increased attendance, and increased achievement on standardized tests
(Becker & Hedges, 1992). School leaders must focus on the social development of
students with attention to high standards. It is crucial that school leaders improve the
school culture to improve teacher performance and increase student engagement and
achievement (Hallinger, 2011).
Successful schools are capable of increasing student achievement when the
culture shares common characteristics including a commitment to the students, respect
for shared decision-making, a collective belief in professional growth, collective
celebrations of success, and a belief that all students can achieve (Louis & Leithwood,
1998). Roberson’s (2010) research supported that great principals establish high
expectations and standards for students by including teachers in setting goals and
expecting student learning. These principals worked alongside their teachers and
regularly reviewed the progress toward these goals (Roberson, 2010).
The role of the principal is also crucial to promoting and supporting teachers’
achievements, creating a positive work environment for teachers, and improving staff
morale, creating the right learning environment for all students in order to foster a culture
of high achievement (Leithwood et al., 2008). Principals are expected to possess the
necessary skill sets to take their school to the high levels of academic achievement
expected and demanded by all stakeholders, creating an environment where all students
can be successful learners (Bloom & Owens, 2013). Leithwood and Jantzi (1999)
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indicated that there are seven dimensions of leadership in schools that contribute to the
overall culture and effectiveness of the school. These include the construction of a
school vision and establishing school goals, providing intellectual stimulation, providing
individualized support, modeling best practice and organizational values, setting high
academic standard expectations, creating a productive school culture, and fostering
participation in decisions.
Secondary educators must foster a sense of collective persistence about educating
all students to high levels of achievement (Johnson & Uline, 2005). Leaders place high
levels of expectation upon both the students and staff in their schools. Staff members of
high-achieving schools hold higher and increasing levels of expectations with regard to
educational accomplishments of their students. On the other hand, staff members of
declining schools were less likely to believe that their students would complete high
school or college (Edmonds, 1979).
Secondary principals promote the success of all students by advocating, nurturing,
and sustaining a school culture and instructional program conducive to student learning
and faculty professional growth. They set and stand by firm expectations for quality
instruction and must serve as an instructional leader.
Vision and Values
Successful secondary principals also have vision and are able to connect pieces
and develop a comprehensive view of their schools in alignment of goals that can lead
their organizations to success. With the ever-changing educational landscape, principals
must incorporate a wide range of leadership skills and styles to direct their school
organization toward common goals and a well-directed vision (Smith & Squires, 2016).
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This is often communicated through school mission statements where vision and values
are articulated for all school stakeholders. Hallinger and Heck’s (1996) meta-analysis of
principal leadership and student achievement found that the principal’s work in setting,
communicating, and sustaining the mission and goals has a consistent influence on
student achievement and outcomes. Strong leaders do more than provide a vision of an
ideal future; they acknowledge the complex and unpredictable nature of the future by
developing strategies rather than just planning for the unknown (Quong & Walker, 2010).
Setting vision and values shapes what the organization’s individual members know and
are able to do.
Effective principals were also found to demonstrate leadership skills directed to
attaining agreed upon goals, establish clear goals and exceptions for the staff, build
capacity, and develop a school environment supportive of teaching and learning
(Edmonds, 1979). Further, it is crucial that school leaders build a student-centered vision
for their school by placing an emphasis on student learning in their daily work and are
guided by this vision. Effective principals must be able to translate this shared vision into
day-to-day practice through effective strategic planning and operational goal setting.
Schools foster high achievement by having a sense of mission and explicitly
focusing on the success of every student. Within these environments, all students learn
the concepts and skills necessary to further learning and ensure their competence in the
economic, social, political, and intellectual life of their communities (Johnson & Uline,
2005). Academic focus and staff consensus were variables found to have measurable
impact on achievements in Hallinger, Bickman, and Davis’s (1996) study of student
achievement.
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Building a shared vision, fostering the acceptance of group goals, and
demonstrating high-performance play a large role in motivating a principal’s colleagues
and school staff (Leithwood et al., 2008). However, vision is more than a glimpse of the
future, but rather, it is a function that serves to inspire, motivate, and engage people
(Maulding et al., 2012). Vision also develops meaning in the lives of the stakeholders of
an organization. School principals are identified as vision-casters and catalysts for
establishing clear goals, measuring progress, and taking responsibility for results
(Maulding et al., 2012).
Principals who define and communicate shared goals with teachers provide
organizational structures that guide the school toward a common focus (Alig-Mielcarek,
2003). Effective school principals know how to focus the work of the school on the goals
set forth by the organization. A school leader creates the vision and values that set the
tone for the school in a meaningful way so that all school stakeholders understand what
they need to do. Hallinger et al. (1996) found that establishing a clear school mission
was a key factor of success through which school principals successfully influenced
school effectiveness. In their study, principal leadership had a strong correlation to the
variable of establishing a clear mission to shape teacher expectation and student
opportunities to learn in school.
A school principal must also be charismatic and articulate, and through this
idealized version of their vision, followers respect their leader and find them worthy of
identifying with and imitating (Conger & Kanungo, 1987). They are able to accomplish
this by articulating the context of present state of the organization, the nature of the future
vision, and providing fulfillment of hopes and aspirations of their followers. To do this
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successfully, the leader needs to paint a positive picture of the future vision and establish
the context for leaving the status quo. Then the school leader must develop a plan of
action for realizing the vision and present the vision as an attainable alternative to the
status quo in clear and specific terms (Conger & Kanungo, 1987).
Building vision requires intellectual stimulation, individual, and collective support
from all stakeholders. It is the shared perspective of the charismatic leader’s idealized
vision and its potential for satisfying followers’ needs that makes the leader likable
(Conger & Kanungo, 1987). The principal’s role in framing school goals, establishing a
clear mission, and gaining staff support are stronger predictors of school outcomes.
School leaders convince people to embrace goals that are speciﬁc, realistic, and
challenging because such commitments are powerful motivators of successful action
(W. K. Hoy & Smith, 2007).
Effective leaders should also have foresight and empower teachers to be part of
the school’s vision. Developing staff to meet these expectations requires intellectual
stimulation, individual and collective support, and provision by the leader of an
appropriate model to follow (Jacobson, 2010). Excellence and standards of achievement
are ever changing; therefore, revisiting the vision of a school periodically is essential to
ensure that the school’s vision remains relevant. Principals serve as a keeper of this
vision, and therefore, model and reinforce vision-related behaviors to foster success in the
organization (DuFour, DuFour, & Eaker, 2006).
DuFour et al. (2006) recommended a process for developing shared value
statements. Stakeholder groups examine the vision statement and identify what each
group must do to bring the vision into existence, list ideas, and share them between
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different teams and groups. All ideas generated by each group are then broken down into
four, five, or six general themes or categories. It is more important that each group
articulate what they are prepared to do than what they believe. Throughout this process,
it is more powerful to articulate behaviors than beliefs (DuFour et al., 2006).
Although the principal is a valued participant in the development of the vision,
vision is carried out and practiced by the organization’s individuals. Principals must help
keep their colleagues engaged by maintaining a broad perspective of the vision as well
(Fullan, 2010). Principals engage faculty in agreement about school visions and missions
by enlisting a faculty team to identify and share major findings of assessment data and
school improvement. They conduct small group discussions that enable faculty to review
the research and discuss their vision for the school, which includes criticism on structure
and culture of schools (Lunenburg, 2010). Revisiting the school vision should be a
yearly task in which all stakeholders, including teachers, students, parents, and
community members, are taken into account (Smith & Squires, 2016).
High Expectations
An effective school principal promotes academic learning by actively
encouraging high expectations for students and by promoting effective instruction in each
classroom (Stockard & Mayberry, 1992). Schools that were considered effective also
fostered a climate of expectation that all children would succeed to high levels. Teachers
helped support this climate by instilling confidence in students’ abilities to achieve
academically (Alig-Mielcarek, 2003). High expectations for teachers and students, in
addition to classroom supervision of instruction and close monitoring of student progress,
become synonymous with the role of an instructional leader (Hallinger, 1992).
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The sense of direction that school leaders expressed was related to the
determination for all students and teachers to achieve high standards of behavior and
achievement through a combination of high expectations and teamwork. This continued
pressure on self and others for improvement was based on intrinsic values (Day et al.,
2001). An effective leader sets high expectations, motivates his or her team, and
recognizes positive work. Principals are also consistent in their treatment of behavioral
issues, resulting in adults knowing what to expect from each other and creating clear
expectations for students as well (Allensworth et al., 2018).
Complete alignment between high aspirations, high expectations, and high
achievement is the most important predictor for future educational behaviors among
students (Khattab, 2015). The more formalized the leadership expectations are, the
greater the perceived influence will be. High performance expectations emerged as a
strong source of influence, relating to a principal’s ability to stimulate innovation and
flexibility to garner higher productivity in terms of restructuring the organization’s goals
and achieving school outcomes (Hallinger et al., 1996). The instructional leader develops
a school academic learning climate by defining and communicating shared goals that
assert high expectations of students, monitoring and providing feedback on the teaching
and learning process, and promoting professional development aligned with the faculty’s
needs and school goals and uses data to monitor its progress (Alig-Mielcarek, 2003).
Effective school leaders are ruthless in their establishment of high expectations,
are aware of the need to think strategically so that they can be one step ahead of emerging
changes and are willing to take risks based on the knowledge of their organization’s
needs (Day et al., 2001). These school leaders have a firm belief that all students can
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learn and ensure that such an environment is fostered. Leaders must be willing to lead
change initiatives with uncertain outcomes and establish high expectations from all
stakeholders
Love and Passion
One of the many challenges that a principal faces is to reach every person on a
level where all stakeholders feel valued (Brown, 2016). Employees desire leaders who
genuinely care and are committed to their well-being. They want to know that their
leader cares and how they can achieve greater meaning and fulfillment from their work
(Smith & Squires, 2016). It is important for leaders to check on how people are doing by
demonstrating that they genuinely care about them and to care as much about the
employees’ well-being as they do about them professionally (Secretan, 1999).
School principals can foster love and passion by making emotional and rational
investments. This can include emotional understanding, having empathy and trust, being
courageous, and staying close to the action (Day, 2007). Principals also interact on both
cognitive and emotional levels with key stakeholder groups, create safe teaching and
learning environments, and are innovative (Day, 2007). Day et al. (2001) found that
morality, emotion, and social bonds provide far more powerful stimulants to motivation
and commitment from stakeholders than the extrinsic concerns of transactional leadership
in which leaders and followers exchange needs and services to achieve objectives.
Leaders also need to create environments in which teachers and other staff
members feel valued and respected. Effective principals demonstrate care and concern
for their teachers on a personal level by acknowledging the teachers’ ability to make
decisions, working as a team, and building a strong vision. They also provide necessary
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resources that are readily available to teachers, providing academic support to ensure that
their jobs are done satisfactorily (Roberson, 2010). Teachers must feel supported by
caring leaders who will do whatever is necessary to provide them with the training,
materials, guidance, support, or other resources they need to raise standards for their
students (Johnson & Uline, 2005).
The literature showed the need for principals to understand their staff and
encourage them and empower the individuals within a school by establishing a positive
rapport with the staff and utilizing sound communication principles (Crum & Sherman,
2008). An effective leader may also encourage and raise standards and aspirations of
their stakeholders, influencing self-efficacy (Bandura, 1977). Teachers are more likely to
remain in schools where principals establish trusting and caring relationships within the
workplace; a lack of administrative support is a major cause of teacher turnover (Gordon,
Kane, & Staiger, 2006).
Getting things done involves nurturing the staff’s technical, mental, and emotional
capacities, and mobilizing these to achieve important outcomes (Quong & Walker, 2010).
Strong leaders get things done both personally and in strong collaboration with others.
Effective principals also provide individual consideration by attending to the needs of
individual teachers along with providing attention to the individual staff members who
may feel left out (Marzano, Waters, & McNulty, 2001). Love and passion were intrinsic
values that leaders have been able to rely on as they move their organization forward.
Further, principals with strong relational transparency patterns of behavior
develop deep, open, and meaningful relationships with their staff members (Shurden &
Shurden, 2013). Strong leaders who want to gain the confidence of their followers must

40

make themselves vulnerable to them by being open, reliable, kind, and honest (W. K.
Hoy & Smith, 2007). Leaders cannot persuade without the trust of their followers; the
influence of leaders expands as trust deepens (W. K. Hoy & Smith, 2007). Leigh Sanzo,
Sherman, and Clayton (2011) also found that staff and stakeholders valued an atmosphere
of openness and honesty. Their report found that the staff were firm in their assertions
about the need to be open and upfront with their faculty about decisions and expectations
for student performance and teacher quality, which promoted an atmosphere of teacher
buy-in and innovation.
Effective principals create relationships with people by discovering common
interests, creating a community with staff, students, and family. They also establish
bonds with teachers, students, parents, and other stakeholders by establishing good will
and trust (W. K. Hoy & Smith, 2007). Principals can engage in acts of kindness, treat
their stakeholders with dignity, celebrate achievements and special occasions, and be
supportive of good teacher performance. Actions like these can build attraction and
promote leader influence. R. D. Goddard (2003) argued that when stakeholder relations
are characterized by trust, academically supportive norms and social relations have the
potential to move students toward success. Providing individualized support also builds
trust when leaders recognize and acknowledge the vulnerabilities of their staff, listen to
their personal needs, and assist as much as possible to support the vision and mission of
the school (Louis et al., 2010).
Strong principals created an environment conducive for learning through
inspiration, influence, visibility, and creation of a sense of community among school
members. In such an environment, faculty and staff are comfortable working together,
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sharing tasks, and assisting each other both socially and professionally (Mwangi, 2011).
Support for staff was also critically important. The principals in the literature spent
considerable time in classrooms and were actively involved in observing instruction
(Weinstein et al., 2009). In Alig-Mielcarek’s (2003) study, teachers who served a
noninstructional principal leader shared a sense of abandonment, anger, and futility, and
lower levels of trust and respect for the principal, motivation, and self-efficacy. Teachers
who were given positive feedback on their work by school leaders report higher levels of
job satisfaction, morale, and motivation than those who did not (Evans, 1998).
Great principals also recognized and celebrated the successes and achievements
among staff and students and provided meaningful and individual recognition for those
around them. They do this by catching people doing the right things and calling attention
to their actions (Roberson, 2010). Praise, admiration, commendation, and honor are keys
to unifying relations with others; individuals are more likely to follow people whom they
admire. The dilemma for leaders is to get others to like them without compromising their
basic principles (W. K. Hoy & Smith, 2007). Acknowledging and rewarding good work
and providing feedback to teachers about their work also foster positive working
conditions for teachers.
Common traits of effective leaders were a tremendous passion and enthusiasm for
the education of all children. This enthusiasm and passion were typically harnessed to an
ethic of care, a set of values about social justice, and the equitable education of all
students (Brown, 2016). Many of these successful leaders also demonstrated a high
degree of emotional intelligence to the needs and aspirations of their colleagues, in
addition to the parents and students served by their schools.
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Learning and Academic Rigor
Schools are experiencing mounting demands and pressure for high-quality
instruction and universal student achievement (Crum & Sherman, 2008). Academic rigor
is an essential characteristic of effective curriculum, instruction, and assessment.
Students’ academic achievement is closely related to rigor in the classroom. Rigor is
identified in the literature as challenging curriculum in an academic environment (Trimis,
2009). Some advocates argue that academic rigor should be defined as the degree to
which students are ready to succeed in college and work (Savitz-Romer, Jager-Hyman, &
Coles, 2009). Most scholars, practitioners, and policymakers in education agree that
rigorous academic preparation is essential for today’s young people to meet the demands
of 21st-century life and careers (Savitz-Romer et al., 2009).
Conversations about rigor often miss the importance of providing adequate
support for students to meet standards. A network of academic and social support is
critical to ensure that all students have the opportunity to succeed at high levels,
regardless of their socioeconomic background or previous educational experience
(Savitz-Romer et al., 2009). All educators can use the rigor/relevance framework to set
standards of excellence and plan the objectives they wish to achieve. This versatile
framework applies to standards, curriculum, instruction, and assessment (Daggett, 2005).
Schools that demonstrated high achievement were committed to feedback that was
consistently accurate, with student performance compared to unambiguous expectations
(Reeves, 2003). Careful and frequent evaluations were a key component found to foster
high student achievement. Research on academic rigor brings attention to the importance

43

of holding all students to high standards rather than allowing students to progress through
their education without mastering difficult academic work (Savitz-Romer et al., 2009).
Educational researchers have researched the importance of the role of the
principal as an instructional leader and correlate the leader’s ability to perform effectively
as an instructional leader while setting high expectations for all students (Roberson,
2010). Fullan (2001) promoted the idea that school principals serve as change agents to
transform the teaching and learning culture of the school. The principal as the
instructional leader was viewed as the primary source of knowledge for development of
the school’s educational program. The principal was expected to be knowledgeable
about curriculum and instruction and able to intervene directly with teachers in making
instructional improvements (Hallinger, 1992). Instructional leadership incorporates
behaviors that define and communicate shared goals, monitor and provide feedback on
the teaching and learning process, and promote schoolwide professional development
(Alig-Mielcarek, 2003).
School leaders and principals are constantly seeking ways to improve student
achievement at all levels and access to higher education. To accomplish this, education
stakeholders have pushed to increase academic rigor and high expectations for all
students (Savitz-Romer et al., 2009). Although much progress has been made, more
attention needs to be given to the academic, social, developmental, and financial needs
that must be addressed for them to respond to high expectations and more rigorous
standards (Leithwood & Riehl, 2003). When students are challenged, they learn to use
the full range of their talents and intellectual abilities to address authentic and complex
tasks in professional and real-life events (Matusevich, O’Connor, & Hargett, 2009).
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Successful principals were found in schools where the principal provided strong
instructional leadership and set high expectations for all students (Edmonds, 1979).
Secondary principals must believe in the potential of all students and must advocate for
decisions and policies that are for the benefit of students to improve the school’s practice
of instruction, and advance learning for all students, regardless of ethnicity or
background. These principals put students first. They determine courses of action based
on thoughtful analysis of the learning needs of students and operate from the position of
advocating for students in the debate of decisions and policies (Hitt et al., 2018).
Successful school principals defend work that will benefit the learning of students and
advocate for their students. Rigorous academic environments represent true communities
of learning, encouraging both students and teachers to be risk-takers engaged in
experimental, investigative, and open-ended learning processes (Matusevich et al., 2009).
The current shift in schools throughout the nation has placed a focus on student
achievement and helping students become college and career ready, thus altering the role
of the principal from organizational manager to instructional leader (Honig, Copland,
Rainey, Lorton, & Newton, 2010). Learning environments should engage students
actively and consistently in investigations of materials, texts, technologies, and learning
activities, requiring students to understand and apply advanced critical thinking and
creative processes (Matusevich et al., 2009). In such a learning environment, students
accept greater responsibility for developing and applying a deeper understanding of
significant concepts and skills. Students understand and retain knowledge best when they
are able to apply their learning in a practical and relevant setting (Daggett, 2005).
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A learning environment has to be created to involve students more actively in the
learning tasks to emphasize student thinking and making that thinking public (Black,
Harrison, Lee, Marshall, & Wiliam, 2004). Academic and social support comprise
intentional strategies that enable all students to benefit from a rigorous curriculum. These
strategies are interrelated, developmentally appropriate, and provide integrated,
coordinated, and comprehensive support to improve student achievement in one or more
of the following categories: emotional, informational, instrumental, appraisal, and
structural (Savitz-Romer et al., 2009).
Schools that make a difference in students’ learning are led by principals who
make a significant and measurable contribution to the effectiveness of staff and in the
learning of pupils in their charge (Bossert et al., 1982; Hallinger, Murphy, & Hausman,
1992). School leaders must be accountable to students by taking on board the students’
needs and preferences, but they must also be accountable to the discipline in which the
students are being enculturated so they can function as effective learners in that discipline
(Black et al., 2004). Principals who are multicultural leaders help raise test scores by
ensuring that teachers are including multicultural knowledge in the curriculum and in
their pedagogy (Gardiner & Enomoto, 2006). Engaging students of diverse backgrounds
in rigorous academic study programs using students’ cultural characteristics can also
improve the outcomes for students (Moll & González, 1997). Members of the learning
community can collectively utilize knowledge while striving to create new knowledge.
Professional Development
Promoting schoolwide professional development embraces activities that
encourage life-long learning. A school leader’s duty is to continually expose staff to
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cutting-edge research and theory on effective schooling. The educational field is ever
evolving and changes as research on learning and child development emerges. It is
important that educators continue to learn and stay ahead of advances and issues in
education (Alig-Mielcarek, 2003). Cosner and Peterson (2003) claimed that promoting
teacher professional development is the most influential educational leadership behavior.
Secondary principals must engage in behaviors that inform staff about current trends and
issues, encourage attendance in workshops, seminars, and conferences, and foster a
culture of collaboration and learning. Further, they must promote coaching, use inquiry
to drive staff development, set professional growth goals with teachers and staff, and
provide resources that foster teacher innovation in using a variety of methods, materials,
instructional strategies, reflective practices, and integration of technology in the
classroom (Alig-Mielcarek, 2003).
Professional development can include in-service training, visitation of other
schools, peer support, and instructional rounds to maintain morale and motivation and
build capacity. Professional development opportunities foster a sense of collaboration
and community, providing teachers the opportunity to learn alongside their colleagues.
Secondary principals in high-achieving schools were found to assist teachers in their dayto-day activities, develop collaborative groups among staff, develop curriculum, use
action research, and attain possession of the staff development activities. Principals
should encourage professional development in an effort to build a toolbox of instructional
strategies that are effective in engaging students and promoting various skills needed for
assessments and learning (Allen et al., 2015). Professional development and
opportunities help create environments of achievement. Much of the literature shows that
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schools that participate in professional development at least double in performance
(Villegas-Reimers, 2003).
In successful schools, principals ensured that professional development resulted in
actual changes in instruction and spent a considerable amount of time in classrooms
observing instruction, reviewing student work, engaging teachers in discussions about
best practices, modeling effective strategies, and helping teachers solve pedagogical
practices (Johnson & Asera, 1999). The work of principals is to open possibilities and set
new directions for their school. They are always on the look-out for new innovations and
seek to position their school so that they can take advantage of them as they unfold
(Quong & Walker, 2010).
Effective school leaders pursue new initiatives and strategies despite the
preference of many teachers to be left alone or who are resistant. Leadership practices
develop people by positively influencing direct experiences including offering
intellectual stimulation, providing individualized support, and providing an appropriate
mode (Leithwood & Jantzi, 2008). Offering feedback to learners is most effective when
learners’ confidence in their production is high; unclear negative feedback where there is
uncertain self-image can lead to poor performance (Hattie & Timperley, 2007).
School principals should be fostering systematic discussion regarding current
research and theory on effective schooling. School leaders play an essential role as they
can either hinder or enhance professional development of staff members. Principals
enhance professional growth of staff members by building a culture and climate of
collaboration and learning, promoting attendance at workshops or conferences, and
providing resources and in-services that cultivate teacher innovation (Alig-Mielcarek,
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2003). A key strategy to helping teachers feel supported is the design and
implementation of sustained professional development that is connected to the daily work
of teachers and the learning needs of students (Johnson & Uline, 2005).
Providing resources for training teachers, students, and parents can assist
principals in their efforts to alleviate the need for administrative intervention and
discipline for students (Bloom & Owens, 2013). Staff development will not have its
intended impact if it is delivered as discrete, unconnected projects or without ongoing
support. Effective school principals helped make professional development continual by
nurturing ongoing collaboration among teachers by setting aside time regularly for
teachers to collaborate, examine student work, discuss pedagogy, and help identify
solutions that would lead to better student achievement (Johnson & Uline, 2005).
It is important for principals to provide individualized support and appropriate
models for their staff (Leithwood et al., 2006). Principals should ensure the development
activities are systems focused and linked to other school components with a direct
connection to the future direction of the school and any needs the organization may have.
This allows school leaders to manage the instructional program through focused and
ongoing meaningful professional development activities.
School goals and mission require thorough commitment to implementation
alongside professional learning that ensures teachers achieve goals that support student
achievement. When supportive learning and development happen for all educational
stakeholders, every person in the organization can make significant strides toward
progress (Gleason & Gerzon, 2014). School principals can build relationships with their
teachers by participating in professional development and training alongside their
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teachers. School principals need to keep informed about current research and theory on
effective schooling (Purkey & Smith, 1983). The principal can ensure that time is
allotted for professional development and teacher planning and that teachers have the
training they need to look at data and design instruction based on data gathered by school
assessments (Quinn, 2002).
Achievement and Assessment for the 21st Century
The changing nature of work, technology, and competition in the global job
market has far outpaced what the U.S. education system provides for students, despite the
ongoing efforts of educators and communities to improve their schools (Daggett, 2005).
Principals are under pressure to improve teaching and learning to meet new rigorous state
and national standards. If a school is effective, it is due to the instructional leadership of
the principal (Findley & Findley, 1992). Schools should work toward increasing
students’ understanding of the world around them. The reality of education is that
students move from class to class, isolated to bits of content-specific knowledge but are
oftentimes not provided with real world application of skills (Daggett, 2005).
The true purpose of assessment is to promote students’ learning and differs from
assessments that serve the purpose of accountability or ranking. An assessment activity
can help learning if it provides information that teachers and their students can use as
feedback in assessing themselves and one another and in modifying the teaching and
learning activities in which they are engaged (Black et al., 2004). These assessments are
considered formative when the evidence is used to adapt instruction to meet the learning
needs of students. Oftentimes, assessment methods employed by teachers may be
ineffective because some may emphasize competition rather than personal improvement
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or may have a negative impact on low-achieving students who are led to believe they lack
certain abilities or skills (Black et al., 2004).
According to Bonwell and Eison (1991), “The most powerful learning
experiences allow students to actively learn by ‘doing’ rather than learning and
observing” (p. 2). Allowing students to apply rigorous knowledge to unpredictable,
real-world situations such as those that drive our rapidly changing world create those
meaningful learning experiences. Further, new technology has made it possible to utilize
web-based instructional tools to facilitate teaching interaction between teachers and
students and to improve student engagement and motivation, which has shifted the focus
of the learning environment from instructor to student. It is evident that a number of
technological changes have irreversibly changed the landscape of the traditional
classroom setting of education (Shurden & Shurden, 2013).
Many teachers are discovering how to engage and motivate students using day-today classroom assessment by following research findings of the effects that high-quality,
formative assessment can have on student achievement (Chappuis & Stiggins, 2002).
Instructional technology is a large component of learning and assessment in the 21st
century. Successful schools align technology with content and pedagogy and develop the
ability to creatively use those technologies to meet specific student needs. The literature
shows that better performance is associated with students who are willing to take
advantage of technology to improve their learning (Shurden & Shurden, 2013).
Research shows that classroom assessments that provide accurate, descriptive
feedback to students and involve them in the assessment process can improve learning
(Black & Wiliam, 1998). According to Black and William (1998, “For assessment to
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function, the results have to be used to adjust teaching and learning—so a significant
aspect of any program will be the ways in which teachers do this” (p. 10). Teachers must
use the assessment results to revise instruction by modifying teaching and learning
activities. Productive feedback tells students what they are doing right, pinpointing
strengths and helping them develop those strengths even further (Chappuis & Stiggins,
2002). With adequate training, teachers can improve the accuracy of their assessment
and feedback practices to increase the involvement of students in their learning. This in
turn creates school improvement that helps create responsible, engaged, and self-directed
learners (Stiggins & Chappuis, 2005).
Students need to develop a complex skill set that prepares them for both the rigors
of college and the demands of the workforce. These skills include leadership, teamwork,
problem-solving, and communication. In addition, skills such as time management, selfmanagement, adaptability, analytical thinking, and global consciousness were additional
skills and attributes identified (Arrington, 2014). The instructional design must include
the development of classrooms that promote self-directed, self-motivated learning,
collaboration, creativity, innovation, and a global understanding of society with respect
and consideration for the ideas of the larger community (Arrington, 2014). Arrington
(2014) emphasized that school principals need to work on long-term cultural goals in
order to strengthen the learning environment rather than depending on accountability
through assessments They must encourage using a range of assessment strategies to
evaluate student performance and differentiate instruction including but not limited to
formative, portfolio-based, curriculum-embedded, and summative to reach diverse
students and to create environments that support differentiated teaching and learning.
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Principals can encourage a supportive environment by encouraging teachers to
rewrite selected pieces of lessons to emphasize feedback for improvement to change
student expectations about the purposes of classroom and homework (Black et al., 2004).
The priority in giving feedback is to challenge students to tease out their assumptions and
to help them be critical about the quality of arguments (Black et al., 2004). The evidence
found in the literature suggests that achievement is improved if assessments focus on
clear purposes, provide accurate and timely reflection, provide access to feedback, and
invite students into the assessment process.
Programs can be designed to enhance interaction throughout the learning process
using processes that range from old-fashioned team assignments to technologically driven
virtual classrooms (Shurden & Shurden, 2013). School leaders should also foster
environments where students undergo self-assessment, which is essential to learning.
They encourage teachers to develop student capacity to work at a metacognitive level by
getting students to think of their work in terms of setting goals and developing an
overview of the work that allows them to manage and control their learning for
themselves (Black et al., 2004).
Involving students in their learning allows students to manage their learning so
that they understand the process and understand where they are in relation to learning
targets and how to plan their next steps (Chappuis & Stiggins, 2002). In other words,
students are engaged in setting goals, making learning decisions related to their own
improvement, develop an understanding of quality work, self-assess, and communicate
their progress. Student-involved classroom assessments invite students in as partners to
play a role in which their work is assessed. This helps learners see and understand the
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organization’s vision of academic success and builds trust and confidence (Chappuis &
Stiggins, 2002). Principals should encourage timely and frequent assessments for all
stakeholders so they can identify and address academic problems to help students early
on (Savitz-Romer et al., 2009)).
Strength of Teams
A principal’s behaviors and management skills have an impact on teachers’ job
satisfaction, efficacy, trust, and engagement levels. An effective school leader must align
the team efforts toward clear goals by organizing collective efforts that lead teams to
accomplish clear results in complex settings and harness input from individuals so they
foster support for school improvement and make dramatic changes (Hitt et al., 2018).
Effective school principals focus on building a sense of school community, including
respect for every member of the school community with an upbeat, welcoming, solutionoriented, no-blame, professional environment and efforts to involve staff and students in
a variety of activities, many of them schoolwide (Leithwood et al., 2004).
School principals at any level need to establish teams to problem solve about
student progress, academic standards, and establishment of positive relationships with all
stakeholders (R. D. Goddard, 2003). Principals should support teacher teams by
maintaining a focus on school goals and coordinating work across teams to facilitate
collective efforts (Allensworth et al., 2018). They also make sure that solutions are
shared and applied schoolwide. Schools that showed more achievement goals had
principals who empowered and coordinated the work of teachers and school staff around
shared goals (Allensworth et al., 2018). The literature suggests that teachers’

54

engagement in professional community fosters instructional practices that are associated
with student achievement (Wahlstrom, Louis, Leithwood, & Anderson, 2010).
Educators need to understand the strengths and weaknesses of their colleagues to
focus their efforts and align them to continual student progress and achievement. School
principals foster effective collaboration when they engage teachers in sharing a common
goal, developing common assessments, analyzing results, and establishing specific goals
for student achievement (DuFour, 2003). Strong school principals work hard at
sustaining high expectations for teaching and learning by enlisting committed veterans in
helping bring new teachers on board quickly. Sustaining school improvements depend
on the self-renewal of the teaching force through careful selection and hiring, supportive
socialization, and ongoing professional development offered by these veteran colleagues
(Jacobson, 2010). Teachers who worked on teams reported more skill variety,
knowledge of student performance, contact with parents, and knowledge of other
teachers’ work (Y. Goddard, Goddard, & Tschannen-Moran, 2007).
Principals emphasize the importance of raising team morale by expressing
confidence in their team’s ability to make change, facilitate the sharing of information
and relationship building, and foster collaboration. The principal deliberately models
desired behavior through demonstrating desired norms of behavior in the presence of
stakeholders (Hitt et al., 2018). Principals are encouraged to be supportive rather than
directive (Louis et al., 2010). Several studies highlighted the importance of the
principal’s role in providing, scheduling, and then protecting time allocated for
collaboration (Y. Goddard et al., 2007; Louis, Marks, & Kruse, 1996). Leadership
behaviors that support the work of professional learning communities were presented in
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the research as “quiet support, rather than bold, visibly transformative action”
(Wahlstrom & Louis, 2008, p. 483). Other studies focus on principals strengthening
professional learning communities by distributing leadership (Olivier & Hipp, 2006).
Principals empower their team by assessing situations and identifying issues of a
team’s composition. They include the team in decision-making and coconstructing a
vision for the organization and engage them in working collectively to carry out a welldefined vision (Hitt et al., 2018). Increasing the achievement of all students requires
instructional leadership that encourages opportunities to build highly effective
collaborative teams and engages all stakeholders (Roberson, 2010).
Strong principals are able to work effectively with various levels of stakeholders,
understanding that their work interweaves with that of other colleagues to create
opportunities (Quong & Walker, 2010). Principals learn alongside their staff, share a
view of the future, and communicate freely while being sensitive to different cultures and
issues. Principals should seek out key faculty members to solicit their advice and gain
their support. The key to building teams is to influence horizontally, not vertically, and
use respected colleagues to enhance the strength of teams (W. K. Hoy & Smith, 2007).
Having a highly effective collaborative team among teachers, in turn, promotes
continually improving achievement for all students.
Collaboration and Shared Decision-Making
Distributive leadership is defined as a leadership approach with a collaborative
focus where leadership is shared and practiced by all members of the school, not just the
principal (Osborne-Lampkin et al., 2015). Spillane et al. (2001) suggested that
distributed leadership is best understood as “practice distributed over leaders, followers
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and their situation and incorporates the activities of multiple groups of individuals” (p.
20). The school principal plays a vital role in the creation of a professional learning
community by bringing people together to engage in a four-step process: (a) creating a
mission statement, (b) developing a vision, (c) developing value statements, and (d)
establishing goals (DuFour, 2003). Shifting the emphasis from a manager or supervisor
being the sole decision maker to an increase in teacher involvement also promotes
reflection and positive change among teachers (Smith & Squires, 2016).
Since the implementation of No Child Left Behind (NCLB), teacher collaboration
and shared decision-making has become an essential responsibility of the principal
(Roberson, 2010). Principals are expected to lead their schools within a framework of
collaboration and shared decision-making with their staff members (Connelly, 2013).
Distributed leadership assumes a set of direction-setting and influenced practices by
stakeholders at all levels rather than a set of characteristics located in people at the top
(Harris et al., 2007). School leadership has a greater influence on schools and students
when it is widely distributed among all staff, accounting for two to three times higher
variation in student achievement than is typically reported in studies (Day, 2007).
Hargreaves and Fink (2006) claimed that sustainable school leadership is possible when
leadership is spread or distributed.
Spillane et al.’s (2001) definition of distributed leadership implies a social
distribution of leadership where leadership is stretched over a set or group of individuals
and the tasks are accomplished through interaction between multiple leaders. According
to Allensworth et al. (2018), effective leaders do not just simply distribute leadership
responsibilities to different individuals for their own goals or responsibilities. Successful
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school principals manage shared decision-making by guiding, coordinating, and
monitoring the work of their staff and leaders by serving as a bridge across the school.
Their duty is regularly monitoring the progress of school efforts, keeping the staff
focused on goals, and helping them determine the effectiveness of the strategies used in
the organization (Allensworth et al., 2018).
There has been a dramatic shift in the nature of the principal’s role in making
school decisions. Decisions that were previously made alone or in a committee no longer
require extensive consultation with various stakeholders (Hallinger, 1992). Peterson and
Deal (1998) argued that higher achieving schools were those that demonstrated cultures
that fostered collaboration, empowerment, and engagement. A school principal should
extend leadership responsibility beyond the principal as an important resource for
developing effective teams. Collaboration is a form of lateral coordination that can
improve organizational performance by fostering creativity and integration around
specific problems (Bolman & Deal, 2003).
Many leaders organize the staff into committees to oversee school operations-discipline, technology, social, community involvement, and so forth to encourage staff to
take interest in their school beyond the classroom and expand leadership opportunities
(DuFour, 2003). Observation and the sharing of ideas and experiences about action plans
can provide the necessary support at a tactical and strategic level (Black et al., 2004).
Isolation was probably the greatest impediment to learning to teach or to improving
existing skills because it forced teachers to rely on their own trial and error or rely on
their own personal experience of teaching (Rosenholtz, 1989). Fostering environments of
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collaboration allows teachers to converse about theory, methods, and process of teaching
and learning, thereby improving their instruction.
The literature shows that teacher collaboration is associated with increased levels
of student achievement and school improvement. Teachers feel more positive about their
school environment when their principal values them as a partner in the school program,
and not just as a staff member (Smith & Squires, 2016). When teachers collaborate, they
share experiences and knowledge that can promote learning for instructional
improvement. Such learning can help teachers solve educational problems, which in turn
has the potential to benefit students academically. School leaders must define
collaboration as a systematic process in which organizations work together to analyze and
impact professional practice to improve collective results (DuFour, 2003). Collaboration
should be embedded into regular practice, with teachers being organized into teams and
provided the time and support to meet during the day (DuFour, 2003). Through
collaboration, staff are provided specific guidelines and asked to engage in specific
activities that help them focus on student achievement.
The research suggested that collective decision-making represents a stronger
response to solving problems in an organization, also highlighting the importance of the
principal’s ability to work collaboratively in groups as well (Hallinger, 1992).
Distributing leadership does not automatically result in school improvement; a lot
depends on the way in which leadership is distributed, how it is distributed, and for what
purpose (Harris et al., 2007). Leadership should be distributed to those who have and can
develop the knowledge required to carry out the tasks expected of them (Harris et al.,
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2007). Distributing a larger proportion of leadership activity to teachers has a positive
inﬂuence on teacher effectiveness and student engagement (Leithwood & Jantzi, 2000).
A principal’s duty is to ensure that teachers do not work in isolation, but rather
collaboratively, giving each other help and guidance to improve instructional practices
(Wahlstrom et al., 2010). The research has consistently emphasized the importance of
teacher involvement in decision-making processes and the contribution of strong
relationships to school improvement and change. It is crucial for principals to remember
that distributed leadership is not based upon the delegation of tasks by the administration;
instead, it is an opportunity to create an environment where stakeholders work together to
accomplish shared goals (Leithwood et al., 2004; Printy & Marks, 2006). Team building
and shared decision-making were identified to be significant in creating a positive school
culture according to Gallup studies (Gordon et al., 2006). Teachers become leaders when
they are allowed to contribute to situations that are beneficial to the school.
Distributed leadership allows an organization’s members to capitalize on their
individual strengths, develop interdependence, and boost commitment to organizational
goals and strategies (Leithwood & Mascall, 2008). More democratic forms of control
increase employee values and morale. Further, more control by those lower in the
hierarchy in an organization leads to greater acceptance of jointly made decisions, along
with a boost in accountability and motivation to accomplish organizational goals
(Leithwood & Mascall, 2008). Empowering staff to be change agents has a powerful
effect on school culture. A shared leadership approach in which teachers have a genuine
say in the change that occurs is a critical component of great school cultures (Smith &
Squires, 2016). Although distributed leadership is not the only way to foster a positive
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school culture, allowing teachers and staff to participate in decision-making proves to be
one of the strongest ways to assist in the growth of school culture (Black et al., 2004).
Effective principals know that they are not alone at the top; instead, they use the
skills and knowledge of their staff, motivating stakeholders to step into leadership roles
and responsibilities (Mendels, 2012). Shifting the emphasis from the supervisor being
the sole decision maker to an increase in teacher involvement promotes reflection and
positive change among teachers (Smith & Squires, 2016). Principals gain trust from their
stakeholders by seeking input and advice from diverse sources of information to establish
organizational goals rather than personal learnings (Shurden & Shurden, 2013). Teachers
feel appreciated and recognized for their work when they are encouraged to participate in
the decision-making process, providing validation for teachers on important issues
(Roberson, 2010).
Leaders believe they are building a collaborative culture when they engage staff
in developing guidelines and procedure and building consensus around school issues
(DuFour, 2003). Good leaders are not threatened by allowing others to accept leadership
roles; distributed leadership strengthens and emerges when others are invited to be
leaders, which brings about role distributions and responsibilities (Sergiovanni, 2005).
Student outcomes are more likely to improve when leadership is distributed throughout
the organization and when teachers are empowered. Stakeholders of an organization
should work together to find solutions to problems to hold each other accountable and
take collective ownership because it is difficult to achieve anything individually
(Allensworth et al., 2018).
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Communication
Principals, superintendents, and school boards must engage teachers and
stakeholders in intense and open dialogue to gain an understanding of any situation. It is
only when leaders have a good understanding that they can ask questions that lead to best
possible solutions (Chappelear & Price, 2012). This process involves working
collaboratively with the school community to identify discrepancies between current
practice and desired outcomes for the future and to communicate change initiatives
effectively to the school community (Maulding et al., 2012).
An essential leadership trait that is integral for leader success is communication.
It is critical to have an open line of communication so that teachers feel supported and
that their voice is heard (Smith & Squires, 2016). Principals see communication as a way
of bringing groups together and uniting them for a common purpose. Charismatic leaders
communicate their own motivation to lead their followers. Through expressive modes of
action, both verbal and nonverbal, the leaders communicate their convictions, selfconfidence, and dedication to give credibility to what they advocate (Conger & Kanungo,
1987).
Throughout the literature, it was found that principals need to understand their
staff, encourage them, and empower the individuals within the school by establishing a
positive rapport through sound communication (Crum & Sherman, 2008; Smith &
Squires, 2016). On the other hand, poor communication leads to a lack of focus on
teaching and learning. In order to be a successful advocate, one needs to be an effective
communicator (Conger & Kanungo, 1987). Communication is enhanced when the
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principal adopts a learner stance in relation to the school community and he or she
encourages teachers to do the same (Gardiner & Enomoto, 2006).
Leadership involves collecting, analyzing, and using data to communicate school
needs in a clear and ethical manner. Effective principals are able to communicate
information about agendas, accomplishments, and restraints. They update people
affected by decisions and think critically about what information is needed to bring
together people and unite them for a common purpose (Hitt et al., 2018). Highly
effective leaders make effective communication a priority and ensure that teachers are
comfortable in having crucial conversations about their practice. When goals and
objectives are made public, it facilitates the work of students, parents, teachers, school
leaders, and the community at large in ensuring students are meeting the academic goals
and objectives and everyone in the system is supporting the effort (Trimis, 2009).
Flexibility and Resilience
In the rapidly changing environment of the new millennium, school leaders must
have the skills and behaviors to guide the development of their leadership capacity and
practices to meet the serious challenges in education (Isaacs, 2012). School leaders are
responsible for managing tensions and dilemmas and maintaining moral purposes while
managing conflicts that foster school improvement and that go beyond rationality (Day,
2007). Certain events evoke the need for resilience, such as adversity, stressful
experiences, obstacles or setbacks, and crisis. Resilience has been described as the
capacity to overcome adversity (Bosworth & Earthman, 2002). The most common aspect
of resilience is the ability to recover, bounce back, cope and adapt, be willing and able to
implement change, overcome adversity, withstand hardship, and have the strength to
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confront (Isaacs, 2012). Resilience is an elaborate process of developing skills over a
lifetime, even in the face of adversity (Rutter, 2005). Resilience is the ability to bounce
back from adversity by doing something to change the situation and by managing
situations with appropriate skills, behaviors, and qualities so that they no longer seem
stressful (Isaacs, 2012).
Because it appears that education reform will continue for the near future,
accountability is now the standard for the principal, teacher, and student. School leaders
are not only faced with the responsibility of trying to ensure that all of the children placed
in their supervision are in safe learning environments, but they are equally required to
meet a plethora of federal, state, and local mandates (Maulding et al., 2012). Though
some leaders criticize the challenges of the state accountability system, very successful
leaders use the same systems to highlight the need to improve teaching and learning for
students (Ragland, Asera, & Johnson, 1999).
A possible link between successful administrators and student academic success is
implied because teacher efficacy, morale, and school culture are enhanced through a
leader’s ability to demonstrate flexibility and resilience (Maulding et al., 2012). Leaders
who are positive, collaborative, flexible, adaptive, and creative are more highly regarded
than those who try and take on all of the power themselves (Smith & Squires, 2016).
However, hours for the school administrator are generally long and highly stressful,
which can discourage even the most dedicated school leader. A high level of resilience
can help the administrator function at the highest possible level even in the most difficult
situations.
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Effective principals know their organizational landscape well enough to avoid
drowning in issues while avoiding exhausting resources and passion. Moreover,
principals must learn ways of overcoming media scrutiny and political policies that
discuss change with little regard to practical, working solutions to achieve academic
success (Bloom & Owens, 2013). Effective principals find proactive and strategic ways
to use barriers to create a sense of urgency for improvements they hope to inspire. A
resilient principal should assist and support their stakeholders to challenge processes by
creating change and enabling the school community to be proactive and increase the
potential for the educational system (Lick & Kaufman, 2001).
Resilient school principals should be able to thrive under demanding and difficult
circumstances and maintain good and productive human relations at the same time.
Resilient principals who manage change successfully not only improve their school’s
performance but also become more effective leaders. Therefore, principals should be
ahead of change and not behind it trying to catch up (Kouzes & Posner, 2002). Principals
anticipate perceptions and think ahead about reactions to decisions. They also influence
perceptions by presenting data, making arguments, and highlighting alternative ideas with
the intention of changing opinions and perceptions (Hitt et al., 2018). Effective
principals develop and support structures within the school that allow the organization to
tolerate stress and maintain stability while effectively coping with the demands of the
environment, improving the school’s overall ability to adapt to change (MacNeil, Prater,
& Busch, 2009).
The most successful school principals are open-minded and ready to learn from
others. They are also flexible rather than rigid in their thinking within a system of core
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values, persistent, resilient, and optimistic (Leithwood et al., 2008). The flexibility
leaders need to recruit staff with the dispositions and capacities required to reach high
levels of student achievement often means negotiating for special circumstances with
local authorities and unions (Leithwood et al., 2008). Organizations need to seek
proactive leaders who think out of the box and use their creative thinking, emotional
intelligence, and resilience to prepare for a crisis before it even occurs (Maulding et al.,
2012).
Summary
The purpose of this chapter was to provide an overview of the impact of school
principal leadership on student achievement in secondary schools. A direct link has been
found between transformational leadership style and the learning of students since
transformational leadership and instructional leadership are needed to maintain high
standards and academic rigor. Leithwood et al. (2004) found that leadership was only
second to classroom instruction among all school-related factors that contribute to what
students learn at school. According to Leithwood et al. (2006), successful school leaders
make use of the same principles; basic leadership necessities include setting direction,
developing people, and redesigning the organization to foster a positive school
environment.
Educational researchers have emphasized the role that school leaders play in
creating schools where diverse populations of students achieve high levels of academic
success. The literature showed that schools with more administrative support showed
higher achievement. An effective principal sets and stands by firm expectations for
quality instruction and also shapes what the organization’s members know and are able to
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do. School principals also use data to monitor student progress to establish a culture of
learning for students and all stakeholders.
School principals believe that all students can learn by demonstrating love and
passion for all stakeholders. They also provide professional development opportunities to
help create environments of achievement, exposing staff to cutting-edge research and
theory on effective schooling. School principals extend leadership responsibility beyond
the principal to develop effective teams and create environments of shared decisionmaking. They also communicate effectively with all stakeholders’ organization to make
decisions best for fostering student achievement. School principals are resilient and
comfortable in making major changes and challenging the status quo in the organization
to make decisions best for fostering student achievement.
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CHAPTER III: METHODOLOGY
The methodology of the study is presented in Chapter III. Methodology conveys
information to other researchers and practitioners on how to replicate the study
(McMillan & Schumacher, 2010). This research examined the perceptions of secondary
school administrators and how they implemented leadership strategies to create a culture
of high achievement in schools as proposed by Harvey et al.’s (2014) Leading for
Excellence. Further, the study aimed to understand how schools with high achievement
maintained such high expectations and academic rigor in secondary school settings.
Therefore, the purpose of this study was aimed toward examining specific principal
characteristics and how they positively impacted student achievement and school climate.
Further, the study sought to understand which of the 12-step principles proposed by
Harvey et al. or a combination of the principles had more of an affect over others on
student achievement and climate.
This chapter begins with a restatement of the purpose statement and research
questions. Then the quantitative and qualitative research design and rationale for a
mixed-methods research study is explained. Next, the population and sample are
described. The chapter describes the process used to develop the data collection
instruments and the procedures used to collect data. The chapter concludes with a
description of limitations and a summary related to methodologies used in the study.
Purpose Statement
The purpose of this explanatory mixed-methods study was to determine the
degree of importance for the 12-step principles proposed by Harvey et al. (2014) to create
a K-12 school environment that fosters high student achievement as perceived by public

68

high school principals. A secondary purpose was to explore and describe the leadership
strategies for implementing the 12-step principles proposed by Harvey et al. to create a
K-12 school environment that fosters high student achievement as perceived by public
high school principals.
Research Questions
1. What is the degree of importance for the 12-step principles proposed by Harvey et al.
(2014) to create a K-12 school environment that fosters high student achievement as
perceived by public high school principals?
2. What are the leadership strategies for implementing the 12-step principles proposed by
Harvey et al. (2014) to create a K-12 school environment that fosters high student
achievement as perceived by public high school principals?
Research Design
The intent of this mixed-methods study was to determine the degree of
importance of the 12-step principles of leadership as proposed in Harvey et al.’s (2014)
Leading for Excellence, using both survey and interview instruments, as perceived by
secondary principals. An explanatory mixed-methods study design uses both quantitative
and qualitative research methods. Research and evaluation studies employing multiple
methods including combinations of qualitative and quantitative data are considered mixed
methods (Patton 2015). McMillan and Schumacher (2010) suggested that using a mixedmethods research design allows “enhanced credibility of findings over a single method,
more comprehensive data collection, compensation for the limitations of a single research
design, and it allows for investigation of more complex research questions” (p. 397).
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Mixed-methods research combines elements of qualitative and quantitative
research approaches for the purposes of breadth and depth of understanding and
corroboration (Creswell & Plano Clark, 2018). This research method was chosen to
provide a thorough examination of the research questions by employing both the
strengths of qualitative and quantitative designs. The strategy is used to provide
qualitative results that complement quantitative findings and is considered to be a
straightforward implementation and presentation of results (McMillan & Schumacher,
2010). Further, it allows the researcher to use both types of data to create a broader and
clearer understanding of the topic. Oftentimes, research questions are posed that require
both an exploration and explanation that draw from different sources, allowing new
insights to be gained because of the combination (Creswell & Plano Clark, 2018). Some
advantages of using this methodology would be to provide more data, allowing the study
to produce more findings, to compensate for the limitations of just one study, to allow the
investigation of multiple, complex research questions, and to enhance the credibility of a
single method (McMillan & Schumacher, 2010).
Specifically, this study used an explanatory design in which quantitative data are
collected first, and depending on the results, qualitative data are collected to elucidate,
elaborate on, or explain the quantitative methods (McMillan & Schumacher, 2010).
Qualitative questions can provide explanations for findings from quantitative questions
(McMillan & Schumacher, 2010). The use of a quantitative design allowed the
researcher to gather data to quantify them and employ a statistical analysis (Patten, 2014).
Quantitative data seek to establish relationships and explain the cause of changes in
measured outcomes (McMillan & Schumacher, 2010).
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Further, data that were gathered through the survey provided a base for the
qualitative data that were collected through the open-ended questions, interview process.
This allowed the researcher to draw conclusions based on the 12-step principles of
effective leadership as demonstrated by high school principals of high-achieving schools
and how those specific behaviors are perceived by those who exhibit them. This
enhances the credibility of findings from a single method (McMillan & Schumacher,
2010). Further, it allows the researcher to gain awareness into a population’s insight,
perception, and experience on specific topics (Patton, 2015). Qualitative methods were
used because they allow for the use of instruments that have flexibility and the ability for
categorizing responses to questions.
Quantitative Research Design
The quantitative researcher usually employs experimental or correlational designs
to reduce error, bias, and the influence of extraneous variables (McMillan & Schumacher,
2010). Quantitative research focuses primarily on numerical data results gathered from
sources such as surveys, tests, and experiments (Roberts, 2010). The quantitative
research process is a methodological inquiry practice that focuses on variables. The
results of quantitative research are presented as numbers (Patten, 2014).
The quantitative research was gathered through administering a digital survey
using SurveyMonkey to five high school principals from high-achieving schools to
measure their individual beliefs regarding the perceived degree of importance of
leadership principles. Quantitative research data were also collected in the form of
student achievement data from the student populations that the five principals in the study
represented. The researcher then used the qualitative data to develop a deeper
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understanding of the quantitative data collected. For this study, quantitative data were
gathered through the survey first; then the qualitative data were collected through an
interview.
Qualitative Research Design
The qualitative research process focuses on deriving the meaning of things or
experiences. The data are usually really dense, so it takes a longer time for data
collection. Further, the researcher serves as the instrument. The results of this type of
research are presented as discussions of trends and/or themes based on words, not
statistics (Patten, 2014).
Researchers reveal meaning and their impact through interviews, surveys, and
observations (Patton, 2015). Qualitative data for this study were collected through
structured, face-to-face interviews from the same five participants to gather data
regarding the leadership strategies these principals use to implement the 12-step
principles of leadership proposed by Harvey et al. (2014). Scripted interview questions
were used to collect enough qualitative data to be interpreted for understanding by
transcription and coding. The results from the interviews provided deeper meaning to the
data collected from the surveys (McMillan & Schumacher, 2010).
Method Rationale
Seven peer researchers participated in a thematic study across K-12 public school
leadership roles. These leadership roles included assistant superintendents and principals
to explore the degree of importance and leadership strategies needed to implement the
12-step principles to create a school environment that fosters high student achievement.
Each researcher worked individually within a single sample to measure the degree of
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importance individual leaders perceived in implementing the 12-step leadership
principles and strategies to establish a culture of high student achievement.
The researchers used the same methodology, explanatory mixed methods, survey,
and interview questions. This mixed-method approach addressed the gap in literature
regarding the degree of importance of the 12-step principles proposed by Harvey et al.
(2014) in creating a K-12 school environment that fosters high student achievement. The
seven peer researchers used a quantitative survey with five K-12 educators, followed by a
scripted interview with the same educators who were given the survey. The researcher’s
goal was to identify and describe how different K-12 leaders rated the degree of
importance of the 12 leadership principles and the strategies used to implement the 12
principles in order to establish and maintain high achievement in their organizations and
strategies.
Population
A population is the group that researchers are ultimately interested in (Patten,
2014). This group has similar characteristics and criteria desired by the researcher
(McMillan & Schumacher, 2010). This group shares characteristics and criteria that
distinguish them from other groups desired by the researcher (Creswell, 2005).
According to the California Department of Education ([CDE], n.d.), there are 87 high
school districts and 330 unified school districts in California and 1,339 high school
principals. High school principals manage and lead schools made up of students from
Grades 9-12. Since this population had to be reduced to the large geographic region, the
researcher’s population for this study was narrowed down to high school principals in
large school districts in Southern California.
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Sampling Frame
A sampling frame for a study is a group of individuals selected with some specific
criteria to gather results for the purposes of research at hand (McMillan & Schumacher,
2010). McMillan and Schumacher (2010) stated, “The sampling frame or target
population is often different from the list of elements from which the sample is selected”
(p. 129). There are 1,339 public high schools in California, which would be an
unrealistic population to cover in this study (CDE, n.d.). In Orange County, there are 15
school districts with public high schools, and there are 65 public high schools (CDE,
n.d.). This county was selected because of its proximity to the researcher. Therefore, the
sampling frame was further narrowed down to principals from 11 school districts with
high schools in Orange County that met the high-achieving criteria in mathematics and
English language arts.
Sample
A smaller sample was selected from the sampling frame. A sample is the group
of participants from whom the data are collected (McMillan & Schumacher, 2010). The
sample is a representation of a larger population and is selected to meet specific
characteristics allowing the researcher to generalize the results to a larger population.
The researcher utilized nonprobability purposeful sampling for the study. McMillan and
Schumacher (2010) stated, “In purposeful sampling the researcher selects particular
elements from the population that will be representative or informative about the topic of
interest” (p. 138). Nonprobability purposeful sampling was employed for this research,
which involved selecting subjects who represent certain characteristics or who are
accessible (Patten, 2014). Purposive sampling occurs when researchers select individuals
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who they believe will be good sources of information (Patten, 2014). Purposeful
sampling allowed the researcher to focus on the characteristics of high school principals
from high-achieving schools.
Convenience sampling was also utilized. McMillan and Schumacher (2010)
stated, “In convenience sampling which are a group of subjects is selected on the basis of
being readily accessible” (p. 137). Mixed-methods studies often use convenience
sampling to allow the researcher to efficiently and effectively complete and accomplish
research with accessible samples (McMillan & Schumacher, 2010). Because this
research study employed a mixed-method research design, a combination of both
convenience and purposeful sampling offered the researcher access and proximity to
participants being studied and the opportunity to select the study participants who are
leading high-achieving secondary schools. For the purpose of this study, the sample
population consisted of five high school principals from Orange County in highachieving schools. The logic of the sample size is related to the purpose of the study
(McMillan & Schumacher, 2010).
The sample chosen for this study included five high school leaders in Orange
County leading high-achieving schools as defined as meeting or exceeding standard
scoring in the green or blue achievement markers in mathematics and English language
arts on the California School Dashboard. It is appropriate to use convenience and
purposeful sampling to narrow the population of high school principals who meet the
characteristics of the study and who align with the purpose of study (McMillan &
Schumacher, 2010). The sample for this study began with the sampling frame of highachieving public high school principals in Orange County. The researcher then used
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purposeful and convenience sampling to identify participants. The five sample
participants selected for this study met four of the six criteria:
• The principal was employed at a high school within Orange County with a minimum
of 75 staff members;
• The principal has a minimum of 3 years of experience at his or her current site;
• The principal has a minimum of 5 years in the educational profession;
• The principal has a membership in professional associations in his or her field;
• The principal has articles, papers, or materials written, published, or presented at
conferences or association meetings;
• The principal was willing to be a participant and agreed to the informed consent form.
Figure 2 illustrates the sampling frame narrowed from the target population.

Figure 2. Narrowing from population to sample.
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Qualitative samples typically range from one to 40 or more subject participants
according to qualitative sample size guidelines (McMillan & Schumacher, 2010).
McMillan and Schumacher (2010) added, “The logic of the sample size relates to the
purpose of the study” (p. 137). Collins, Onwuegbuzie, and Jiao (2007) stated, “Sampling
designs play a pivotal role in determining the type of generalizations that is justifiable”
(p. 273). Given this is a mixed-methods case study with the greater focus on qualitative
data collection and a small quantitative collection of descriptive data, Collins et al. (2007)
and Creswell (2005) recommended a minimum sample size of three to five.
Therefore, the researcher selected five principals to participate in the study from
five different school districts in Orange County. The importance of this sample size was
in the depth and breadth of knowledge obtained rather than the total number of
participants in the research (McMillan & Schumacher, 2010).
Instrumentation
A survey was administered and interviews were conducted for this study. This
study used a mixed-methods instrumentation, using both qualitative and quantitative data
analysis. With the supervision of faculty, a quantitative survey design and qualitative
purposeful interviews were developed by the thematic research team (Appendices B and
C). A SurveyMonkey tool was developed as a thematic group. The research team used a
Likert style survey to gather quantitative data based on the High Achievement
Environmental Scale (HAES) as proposed in the theoretical framework (Harvey et al.,
2014). This survey aimed to measure the degree of importance and leadership strategies
needed to implement the 12-step principles to create a school environment that fosters
high student achievement. The survey included 61 questions that asked high school
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principals to rate the level of importance the 12-step principles have on creating a school
that fosters an environment of high student achievement.
The qualitative portion was an interview protocol and was developed by the team
of seven peer researchers. The researcher, along with seven other peer researchers in the
same principles of leadership thematic research team, developed scripted interview
questions to accommodate all fields of inquiry from a field-test survey administered.
This was an open-ended, scripted interview that explored the leadership strategies for
implementing the 12-step principles to create a K-12 school environment that fosters high
achievement. Both instruments were field-tested to assess the effectiveness of the
protocols and questions developed by the research team to collect data accurately.
Quantitative Instrumentation
The seven peer researchers worked together to align the set of quantitative survey
questions on the 12-step principles of leadership framework proposed by Harvey et al.
(2014). Quantitative studies often use a Likert-type scale to gather numerical data
(McMillan & Schumacher, 2010). The survey instrument was developed by Harvey et al.
(2014) and reviewed by seven peer researchers exploring the 12-step principles and their
effects on high student achievement using a synthesis matrix (Appendix A). The HAES
survey developed by Harvey et al. (2014) that used a 6-point response scale was utilized
by each thematic researcher in field tests. The researchers acquired permission from the
book’s authors to use the survey questions in the study (Appendix D). The study
involved administering a close-ended survey using SurveyMonkey to five high school
principals of high-achieving schools, adapted from the framework provided from Harvey
et al.’s (2014) Leading for Excellence. In creating a survey, researchers needed to be
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highly aware of any personal biases influencing the research response (Patton, 2015).
The team also developed an alignment table for the qualitative survey (Appendix E) and
the quantitative surveys (Appendix C) to assure the questions were collecting appropriate
data for the 12-step principles designed by Harvey et al. (2014) to foster an environment
of high student achievement.
The team of seven researchers conducted field tests to determine the effectiveness
of the survey by meeting with the faculty expert to review the field-test feedback, and
they adjusted the survey based on the feedback provided by the research team and expert
observe. Each researcher administered the survey to a willing participant who met the
study’s criteria but whose data were not included in the study. Based on the feedback
provided, minor revisions were made to the instructions and three of the survey
questions. The final versions of the quantitative survey and qualitative survey are
presented in Appendices B and C.
Qualitative Instrumentation
The interview questions served to clarify the leadership strategies needed to
implement the 12-step program that fosters high student achievement. Throughout the
instrument development, the thematic research team revised and collaborated during
question development, edited the interview protocol, and conducted field tests.
Interviews were recorded with an observer, transcribed, and coded using NVivo. NVivo
is a qualitative data analysis computer software package designed for working with rich
text-based and/or multimedia information. The thematic team worked with the guidance
of faculty to develop a set of qualitative interview questions that aligned with the 12-step
principles of leadership framework proposed in the book Leading for Excellence: A
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Twelve Step Program to Student Achievement by Harvey et al. (2014). Keeping this in
mind, the team of researchers created semistructured open-ended research questions to
elaborate and give a story to the statistical data (Patton, 2015). This allowed for more of
a conversation to ensue during the interview process. An alignment table was created by
the thematic team to ensure that each interview question asked aligned directly back to
the research question and purpose of the study (Appendix E).
For this study, an expert in the educational field reviewed the interview questions
by determining the consistency and relevance between the interview questions, the
research questions, and determining the validity of the measure. After field-testing, the
survey was finalized, and each peer researcher received a customized copy of the survey
to administer to his or her sample. The thematic team finalized the survey prompts and
survey instruments with the guidance of the expert for the final data collection process.
Following the field tests and piloting of the questions, the thematic team revised the
interview instrument based on the feedback and came to consensus on the instrument.
Researcher as an Instrument of the Study
The researcher becomes an instrument of the study while conducting qualitative
research, guiding the interview process and participating in data collection (McMillan &
Schumacher, 2010). Each interview participant was provided with interview transcripts
to confirm the accuracy of the data collected during the interview process.
Validity and Reliability
Validity refers to the degree of congruence between the explanations of a
phenomenon and the realities of the world (McMillan & Schumacher, 2010). A test is
said to be reliable if it yields consistent results (Patten, 2014). Validity is the quality of a
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test such that it measures what it says it does (Salkind, 2000). Threats to instrumentation
refer to the way changes in the instruments or persons used to collect data might affect
the results (McMillan & Schumacher, 2010). Instrumentation validity refers to possible
changes in the measurement procedure from the time it was used as a pretest to the time it
was used as a posttest (Patten, 2014). To improve validity, each instrument was reviewed
by an expert in the doctoral field with experience in K-12 education. All of the peer
researchers collaborated to develop criteria or reliability, and the literature review served
to guide the creation of the survey. In order to validate the instruments and process, final
interview protocols and surveys were reviewed with input from the expert and research
ream. The literature review, the synthesis matrix, and scripted interviews all support the
reliability of this study.
Quantitative Field-Testing
Piloting instruments is a crucial step in the research process (McMillan &
Schumacher, 2010). There were seven educational leaders including principals and one
assistant superintendent of curriculum and instruction who were part of the piloting
process. The willing participants were given the same introduction, instructions, and
survey from SurveyMonkey. The thematic team of seven peer researchers completed a
field test for the survey instrument for the study with a chosen educational leader. After
the survey was administered, participants were given a questionnaire to evaluate and
review the survey administered to them to offer feedback, allowing for necessary
adjustments to be made (Appendix F). A meeting to discuss modifications occurred, and
a final draft was created and approved by the research team. The survey was checked for
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validity and reliability by faculty before redistributing to study participants. The final
survey was used to conduct the study by all peer researchers with 35 educational leaders.
Qualitative Field-Testing
The thematic team of researchers completed the field-testing of the survey for
both the quantitative and qualitative portions of the study. A pilot test gives feedback on
bias procedures, the interviewer, and the questions (McMillan & Schumacher, 2010).
Participating field-test interview subjects were provided with the same feedback form
(Appendix G), interview questions, and probes. Each peer researcher found individuals
for the pilot testing who were similar to participants they would use in their final
interviews during data collection. Interview participants were able to provide researchers
with feedback after the survey on the instruments using a set of questions (Appendix F)
provided by the researcher. An expert observer also participated during the interview to
provide feedback regarding the survey, duration, timing, body language, and interview
demeanor using a set of questions (Appendix G) provided by the researcher. The purpose
that the observer served was to ensure that there was minimal research bias. The pilot
test of the interview process occurred prior to the actual research and was conducted with
one educational leader who was not part of the research study.
The field test of the interview process and questions provided feedback to the
researcher regarding the interview process so that adjustments could be made by the team
prior to the actual data collection process. This contributed to the consistency in the
interview procedures. All feedback and evaluations were sent to the expert faculty
advisor for additional review. Revised questions and feedback were redistributed to the
thematic research team for review and approval based on expert feedback. The final
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versions of the interview questions and protocols were used to conduct this research
study with five high school principals from high-achieving schools.
Content Validity
Content validity is the property of a test such that the test items sample the
universe of items for which the test is designed (Salkind, 2000). A valid instrument
needs to measure what was intended by the researcher (McMillan & Schumacher, 2010).
The team of seven thematic peer researchers developed the survey and scripted interview
questions adapted from the HAES survey used in the text Leading for Excellence: A
Twelve Step Program to Student Achievement (Harvey et al., 2014). These research
questions were reviewed by educational experts in the field of qualitative instrument
design to ensure the items were aligned to the leadership strategies that were used to
implement the 12-step principles to create a K-12 school that fosters high student
achievement. Alignment tables (Appendices H and E) were used to review the alignment
of survey and interview questions to the study’s research questions.
Criterion Validity
Criterion validity determines whether scores from an instrument are a good
predictor of some outcome they are expected to predict (Creswell, 2012). Thematic team
members reached consensus regarding the interview protocol and survey questions that
would be utilized in this study. The thematic team field-tested both the survey questions
and interview questions with the one participant in the educational field who shared the
sample characteristic but was not used in the actual study. The thematic chair then
discussed the feedback with the team to make necessary adjustments to the instrument
before it was distributed to the team for final implementation. Minor revisions were
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made before an expert in the doctoral field reviewed both instruments before moving into
the Institutional Review Board (IRB) process.
Reliability
The reliability of data collection instruments is crucial in maintaining the
consistency of results. An instrument is deemed reliable when it produces consistent
results over time with multiple participants (Patten, 2014). Researchers in this study
asked each participant the same scripted interview question to increase reliability per
Creswell (2005). For this mixed-methods study, the thematic team checked the reliability
of both instruments for the study including the survey for the quantitative portion and the
interview for the qualitative portion of the study. Each peer researcher used the same
survey and interview protocol to ensure consistency in data collection (Creswell, 2005).
Further reliability was increased by allowing research participants to review their
responses and make additions as needed (McMillan & Schumacher, 2010).
Data Collection
Both qualitative and quantitative data were collected in this explanatory mixedmethod study. The survey provided the quantitative data, and the interview responses
provided qualitative data. The researcher in the study abided by university guidelines
to maintain study participants’ confidentiality. Prior to data collection, the researcher
applied and received approval (Appendix I) from Brandman University’s IRB (BUIRB);
this approval ensured the participants’ rights during the data collection by their signing
of a consent form granting permission to participating in the study (Appendix J). Data
collection was not started until after permission from BUIRB was granted and after
the National Institutes of Health (NIH) training was complete in September 2019
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(Appendix K). The purposes of the study, participants, research methods, and data
collection processes were outlined in the application. Upon approval from IRB, the
researcher sought out participants for the study and collected informed consent for the
study.
Quantitative Data Collection
The researcher sent an initial e-mail describing the study and seeing whether the
individual would be willing to participate in the study. Quantitative data were collected
through a 61-question Likert survey instrument collaborated on by the thematic team and
faculty advisor and then administered to five high school principals from high-achieving
schools. The researcher used California School Dashboard and other sources of public
information to find contact information for potential sample selections. High-achieving
high school principals meeting study criteria were contacted via e-mail to explain the
purpose, benefits, and any possible risks of participating in the study. If participants were
willing, a phone call was made to further describe the quantitative portion of the study
and overview the criterion of the online survey with an e-mail follow-up so the
participant could have a copy of the survey and link. These same five participants were
also included in the survey portion of data collection. After agreeing to participate in the
study, the principal received an e-mail containing a personalized survey link to the
“Leading for Excellence” SurveyMonkey, and an interview was scheduled for qualitative
data collection. Before taking the survey, all participants acknowledged the purpose and
conditions of the study. All SurveyMonkey surveys included a unique researcher ID with
a password-protected account.
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Qualitative Data Collection
Qualitative data were collected through interview questions designed by the
research team and Brandman faculty. After agreeing, the principal was provided a letter
providing information and consent via e-mail. Once the “Leading for Excellence” survey
was completed, a 60-minute scripted, open-ended interview was scheduled with each
principal. Interviews were scheduled based on the convenience of the willing participant.
Interviews were conducted in a face-to-face setting at an agreed upon time and place with
each participant. Prior to each interview, the participant received, read, and signed the
informed consent form (Appendix J). In addition, the research participant’s bill of rights
was read, discussed, and provided to each participant (Appendix L). The researcher then
followed the interview protocol using the questions and probes as necessary.
The five high school principal interviews were recorded using digital recording
devices, an iPhone 8, and were transcribed using the TEMI software and prepared for
analysis based on the questions and protocol designed by the thematic research team and
faculty (Appendix C). TEMI is a paid transcription software that takes recordings and
produces a Word document with a full transcription. Scripted interview questions were
open-ended, and supplemental probing questions were given to acquire data for this
research study. The interviews were recorded using digital devices, and detailed, handwritten notes were taken during the interviews. The notes allowed the researcher to
record any body language or nonverbal cues during the interview. Next, interviews were
transcribed and coded using the NVivo software to identify developing themes.
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Data Analysis
Research consists of analyzing the quantitative data using quantitative methods
and the qualitative data using qualitative methods (Creswell & Plano Clark, 2018). Data
analysis involved interpreting and analyzing the data from the quantitative and qualitative
instruments to answer both research questions from this study. The data were gathered
from five high school principals in Orange County from high-achieving schools. The
quantitative data were collected through an online survey followed by the qualitative
data, which was collected through face-to-face interviews. Data were analyzed, and
findings were revealed following the completion of both sets of data.
Quantitative Analysis
One of the purposes of this study was to determine the degree of importance of
the 12-step principles that create a K-12 school environment that fosters high student
achievement using descriptive statistics. The HAES survey focused on the degree of
importance the high-achieving high school principal placed on the 12-step principles. A
6-point Likert scale was used, 1 = strongly disagree, 2 = disagree, 3 = disagree
somewhat, 4 = agree somewhat, 5 = agree, 6 = strongly agree through SurveyMonkey.
Central tendency provides a numerical index of a data set. The mean, median, mode, and
frequency of responses were recorded and were used to measure the central tendency to
determine how each principal rated the importance of each of the 12 steps (McMillan &
Schumacher, 2010). For this research, the mean was used to calculate percentages for
each question since it is the most common of the central tendencies and is used to
determine the average of all scores (McMillan & Schumacher, 2010).
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Administration of the survey using SurveyMonkey allowed the researcher to
continually review the data collected. Using descriptive statistics allowed for the survey
data to be presented and interpreted through the use of concise summaries, tables, and
graphs that described the data (McMillan & Schumacher, 2010). Therefore, descriptive
statistics provided simple summaries about the measures. Once all data were collected
and analyzed, the researcher compared the responses in order to make inferences about
the themes that emerged from the data collected.
Qualitative Data Analysis
The researcher organized the qualitative data for analysis, coded the data, and
then created themes based on frequencies. Data from five face-to-face interviews were
recorded, transcribed, and coded. The researcher used the following steps for analysis:
1. The researcher reviewed interview transcripts.
2. Transcripts were uploaded to NVivo and reviewed.
3. Initial codes were created based on frequency analysis.
4. Frequencies of the codes were calculated in relationship to the 12-step principles.
5. Codes were grouped into larger themes and reported in the finding.
The researcher triangulated data after the interviews were transcribed across the
quantitative survey data to generate themes using the theoretical framework and the 12step principles to help guide the process. The interview transcripts were shared with
interview participants to receive their feedback and confirm that their interview was
correctly transcribed. Tables were created to assist in data analysis to examine themes
developed from the interviews.
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Intercoder Reliability
Intercoder reliability is valued as a means of establishing credibility of findings
(Patton, 2015). A research expert was used to review a sample of the interview
transcription to add interrater reliability to the study. The researcher and research expert
met to compare their interview data analysis, allowing for adjustments to be made to
increase the reliability of the data collected.
Limitations
Seven peer researchers conducted this thematic study using the same
methodology and instrumentation, improving the validity and reliability of the findings.
However, there were several limitations including time and distance, sample size,
interviews, and the researcher as an instrument that needs to be considered.
Time and Distance
There are 1,339 high schools in California. Since interviews needed to be
conducted face-to-face, the researcher limited interviews to five high-achieving high
schools in Orange County. Further, the researcher had a limited amount of time to
complete the study. Interviews were also limited to 60 minutes, limiting the amount of
time the interviewer had to probe the interview questions and collect rich data. The
selected county was in a reasonable distance for the researcher to conduct face-to-face
interviews.
Sample Size
Each thematic team member utilized the same sample size. Because of the
strengths of utilizing a mixed-methods design, the sample size was limited to five
participants.
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Interviews
The researcher conducted open-ended interviews with scripted questions for this
study. This meant that the data were dependent on what the survey participant was
willing to share. Interviews were also scheduled in between hectic administrative work
schedules. Depending on the events of the day or week, interview responses could be
affected by the individual’s life.
Researcher as an Instrument of the Study
To minimize research bias, school principal interviews were recorded and
transcribed accurately. The researcher scheduled, conducted, and coded each of the
interviews. Personal bias and human errors are all possible limitations to the study. In
this study, the potential bias of the interviewer could also influence the interpretations
derived from the data. To minimize bias, the interviewer used digital devices to record
and transcribe all interview questions, and the responses were sent to the participant to
review the accuracy of responses.
Summary
The research methodology used to conduct the study was explained in Chapter III.
It discussed the research design, population, sample, instrumentation, data collection, and
data analysis procedures. Finally, the limitations of the study were explained in the
study. The findings from the data analysis are outlined in Chapter IV. Chapter V
provides a summary of the findings, conclusions, and implications for actions and the
researcher’s concluding remarks.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
Overview
This chapter consists of the data collection process and the results of the study
obtained from the five study participants. The quantitative data consisted of data
collected via surveys, and the qualitative data consisted of the semistructured interview
with the same educational leaders. This chapter starts with a review of the purpose
statement that drove the study, the research questions the research aimed at answering, a
description of the participants who provided input for the study, and the methodology of
the study. The chapter also describes the population and sample used for this mixedmethods study. Following this review, this chapter also presents the data analysis for
Research Questions 1 and 2, which includes a narrative of the data and visual
representations in the form of tables. The final section of this chapter summarizes the
important elements of the study’s research, data collection, and findings.
Purpose Statement
The purpose of this explanatory mixed-methods study was to determine the
degree of importance for the 12-step principles proposed by Harvey et al. (2014) to create
a K-12 school environment that fosters high student achievement as perceived by public
high school principals. A secondary purpose was to explore and describe the leadership
strategies for implementing the 12-step principles proposed by Harvey et al. to create a
K-12 school environment that fosters high student achievement as perceived by public
high school principals.
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Research Questions
1. What is the degree of importance for the 12-step principles proposed by Harvey et al.
(2014) to create a K-12 school environment that fosters high student achievement as
perceived by public high school principals?
2. What are the leadership strategies for implementing the 12-step principles proposed by
Harvey et al. (2014) to create a K-12 school environment that fosters high student
achievement as perceived by public high school principals?
Research Methods and Data Collection Procedures
In order to answer the research questions, a mixed-methods approach was used in
this study, which allowed for deeper insight into the leadership strategies that high school
principals utilize and their perceptions of the strategies that foster high achievement in
high schools. The quantitative portion of the study consisted of an online survey sent via
SurveyMonkey to the five study participants. The survey measured the degree of
importance for the 12-step principles proposed by Harvey et al. (2014) to develop highachieving school environments by high school principals. The same participants
completed a face-to-face interview that was recorded with the leader’s permission.
The researcher abided by university guidelines to maintain participant
confidentiality. Data were not collected until the researcher completed the National
Institutes of Health (NIH) web-based training (Appendix K) and permission from the
Brandman University Institutional Review Board (Appendix I) to protect the participants’
privacy throughout the study. Upon approval of IRB, the researcher reached out to
potential participants via e-mail to inquire about their willingness to participate in the
study. The researcher collected informed consent documents and stored them in a locked
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file for the duration of the study. In addition, all qualitative and quantitative data were
stored securely by the researcher.
Participants who agreed to participate in the study were sent an invitation letter
(Appendix M), and interviews were scheduled based on participant availability. Prior to
each interview, the participants received, read, and signed the informed consent form
(Appendix J), and the Research Participant’s Bill of Rights was read, discussed, and
provided to each participant (Appendix L).
Interview Data Collection
Following the quantitative survey, the qualitative portion of the study was
conducted through semistructured interviews with five high school principals of highachieving high schools (Appendix B). For the purpose of this study, scripted questions
were open-ended, and supplemental probing questions were given to obtain deeper
insight for the study. Prior to the interview, each principal received a copy of the
questions that could be referenced during the interviews to give him or her an opportunity
to prepare. After each interview, the interviews were transcribed using a web-based
transcription software. The transcriptions were sent to the study participants and
reviewed for accuracy by both the researcher and participant, and the documents were
compared to the recorded interviews and notes were taken. Then the transcribed
interviews were coded using NVivo to determine and identify themes that were
applicable to the research questions regarding leadership strategies that help create
cultures of high achievement in high schools.
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Population
According to the California Department of Education ([CDE], n.d.), there are 87
high school districts and 330 unified school districts in California, with a total of 1,339
high school principals. High school principals manage and lead schools made up of
students from Grades 9-12. Since this population needed to be reduced, the researcher’s
population for this study was narrowed down to high school principals in large school
districts in Southern California. A sampling frame was created to further funnel the
population and sample. A sampling frame for a study is a group of individuals selected
with some specific criteria to gather results for the purposes of research at hand
(McMillan & Schumacher, 2010). In Orange County, there are 15 school districts with
public high schools, and there are 65 public high schools (CDE, n.d.). This county was
selected because of its proximity to the researcher. Therefore, the sampling frame was
further narrowed down to principals from 11 school districts with high schools in Orange
County that met the high-achieving criteria in mathematics and English language arts
according to California Dashboard data reporting.
Sample
The use of nonprobability, purposeful convenience sampling was utilized to
recruit five high school principals from high-achieving high schools in Southern
California. The use of nonprobability sampling is commonly found in research within the
educational setting as it allows the researcher to target participants who are the focus of a
study or topic of interest (McMillan & Schumacher, 2010). The selected principals met
four of the following six criteria:
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• The principal was employed at a high school within Orange County with a minimum
of 75 staff members;
• The principal has a minimum of 3 years of experience at his or her current site;
• The principal has a minimum of 5 years in the profession;
• The principal has a membership in professional associations in his or her field;
• The principal has articles, papers, or materials written, published, or presented at
conferences or association meetings;
• The principal was willing to be a participant and agreed to the informed consent form.
Figure 3 provides a visual representation of the research study sample.

Figure 3. Population, target population, and sample visual representation.
Participants were identified through achievement and demographic school site
data listed on the California School Dashboard followed by determining whether the
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current site principal met at least four of the six qualifying criteria. First, the researcher
contacted the potential participants via e-mail to provide a brief overview of the research
and request their participation in the study. Then the researcher set up interviews based
on the availability of each willing participant. After each interview, an e-mail was sent to
thank the participant, and a transcript was provided to each participant for approval. See
Table 1 for analysis of study participant criteria.
Table 1
Study Participant Criteria
Participant

1

2

3

4

5

Principal was employed at a high school within Orange County
with a minimum of 75 staff members.

✓

✓

✓

✓

✓

Principal has a minimum of 3 years of experience at his or her
current site.

✓

✓

✓

✓

✓

Principal has a minimum of 5 years in the profession.

✓

✓

✓

✓

✓

Principal has membership in professional associations in her or
her field.

✓

✓

✓

✓

✓

The principal has articles, papers, or materials written,
published, or presented at conference or association meetings.

✓

✓

✓

✓

Principal was willing to participate in the study and agreed to
informed consent form.

✓

✓

✓

✓

✓

Demographic Data
Five high school principals in Orange County were selected to participate in the
study. The demographic data presented are reported without reference to any individual
or school district to maintain confidentiality for the study participants. All participants
met the study’s sample selection criteria described in Table 1. Each participant was
assigned a number and identifying demographic data, such as gender, age range, and
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current years at site as described in Table 2. One participant was female, and four were
male. Three of the participants were in the age range of 41-50, and two were in the age
range of 51-60. Finally, two of the participants have been at their school sites in the
range of 1-5 years, two participants have been at their site for 5-10 years, and one
participant has been at his or her site for 10-15 years.
Table 2
Demographic Information of Participants
Participant demographic

No.

Gender
Male
Female

4
1

Age in years
20-30
31-40
41-50
50-60

0
0
3
2

Years at current site
1-5
5-10
10-15
15-20

2
2
1
0

Note. N = 5.
Presentation and Analysis of Data
Both qualitative and quantitative research methods were used to answer the
study’s two research questions. The following section presents and analyzes data as they
directly relate to answer the two research questions for the study. Leaders were selected
using the sampling frame, and the study criteria were met. An online survey was
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administered to each high school principal via SurveyMonkey to gather his or her
perceived degree of importance of each of the 12-step principles proposed by Harvey et
al. (2014) to develop a high-achieving school environment. Then face-to-face interviews
were conducted with five high school principals to understand the leadership strategies
employed by high school principals to create a K-12 school environment that fosters high
achievement.
Survey Process and Procedures
Quantitative data were collected through an electronic survey instrument via
SurveyMonkey refined by the seven peer researchers and expert faculty member. All
survey data were collected via SurveyMonkey, and data were secured with a passwordprotected account. Prior to completing the online survey, each participant read and
acknowledged the purpose of the study. Each principal was given the same 61-question
survey. Survey data were analyzed by finding the mean of each of the 12-step principles
overall and then again by finding the mean of each individual question in the survey for
each leadership principle. The data were reported by leadership principle, ranking them
in the order that yielded the highest mean score to the one with the lowest mean score.
Interview Process and Procedures
Qualitative data were collected through a set of scripted interview questions.
Each participant was asked the same scripted interview questions for each of the 12-step
principles of leadership proposed by Harvey et al. (2014) for establishing a highachieving school environment: strong leadership, culture of high achievement, vision and
values, high expectations, love and passion, focus on learning, embedded professional
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development, achievement and assessment for the 21st century, strength of teams,
collaboration and shared decision-making, communication, and flexibility and resilience.
The qualitative data collection included audio recordings of the interview in
addition to transcriptions and field notes with five high school principals based on the
questions designed by the thematic team and faculty member (Appendix B). For this
study, scripted questions were open-ended, and probing questions were used to obtain
rich data. The semistructured interviews provided reliability and consistency for all study
participants. The interviews were recorded using a Sony recorder and the Temi
transcription software. Each transcript was uploaded to NVivo, a qualitative coding
software. NVivo allowed the researcher to analyze the data in order to identify codes and
themes yielded in the interviews.
Interrater Reliability
In order to reduce errors and produce reliable results, the researcher strengthened
the reliability and validity of the study by using the process of interrater reliability
(Lombard, Snyder-Duch, & Bracken, 20 02). Interrater reliability measures the degree of
estimated reliability between one or more researchers by each independently analyzing
and assessing the data to ensure consistency (Patton, 2015). The researcher used the
assistance of a research expert to check the coding utilized by the researcher and to
ensure that there was a clear link between the data, codes, and themes that emerged from
the codes with an 80% agreement rate or higher (Patton, 2015). In this study, the peer
researcher established the same conclusions and consistencies with the data as did the
researcher.
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Data by Research Question
Results for Research Question 1
What is the degree of importance for the 12-step principles proposed by Harvey et
al. (2014) to create a K-12 school environment that fosters high achievement as
perceived by public high school principals?
This research question asked to what degree of importance principals viewed
individual leadership behaviors and how they are used to create a high-achieving school
environment on their campus. The individual leadership behaviors being evaluated
through this research question were skills or behaviors that leaders could use to create a
high-achieving school. The High Achievement Environment Scale (HAES) survey
focused on the degree of importance the high-achieving high school principal placed on
the 12 step-principles. A 6-point Likert scale was used, 1 = strongly disagree, 2 =
disagree, 3 = disagree somewhat, 4 = somewhat agree, 5 = agree, 6 = strongly agree
through SurveyMonkey. Each of the skills or behaviors measured connect back to each
of the 12-step principles proposed by Harvey et al. (2014) for creating a high-achieving
school environment. The 12 leadership principles Harvey et al. proposed for establishing
a highly effective school include the domains of strong leadership, culture of high
achievement, vision and values, high expectations, love and passion, focus on learning,
embedded professional development, achievement and assessment in the 21st century,
strength of teams, collaboration and shared decision-making, communication, and
flexibility and resilience. The survey sought to measure the degree of importance leaders
of high-achieving schools perceived as a crucial component in establishing highachieving school environments. The behaviors and skills used to create such
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environments were listed on the survey for principals to evaluate and measure the degree
to which they utilized the leadership behaviors in their own school, each connecting to
one of the 12 principles of leadership proposed by Harvey et al. (2014). Table 3
represents a summary of the survey data for the 12 steps of this study’s theoretical
framework on how important individual high school principals placed value on individual
behaviors and skills while utilizing the principle in their schools.
Table 3 illustrates the degree of perceived importance that principals place on the
12 principles of leadership defined by Harvey et al. (2014) in establishing a highachieving school environment. Overall, flexibility and resilience was found to be the
most important principle of leadership for establishing a high-achieving school
environment with 100% of the responses from all five study participants in the strongly
agree category and a mean score of 6.0. The second principle was found to be strong
leadership, with a mean score of 5.77; 77% of responses reported they strongly agree and
another 22% of the respondents reported they agree that the principle of strong leadership
was important for establishing a high-achieving school environment. The third principle
was found to be vision and value, with a mean score of 5.7; 70% of responses fell in the
strongly agree category, and 30% fell under agree with the principle of vision and value
being important in establishing high achievement in a school. The fourth and fifth
principles were found to be communication and focus on learning and academic rigor,
with a mean score of 5.6; 67% of respondents fell under the strongly agree category, and
33% of respondents fell under agree being important for communication in establishing
environments of high achievement. Additionally, 64% of respondents for focus on
learning and academic rigor fell under strongly agree, and 32% of respondents fell under
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Table 3
Results of Principles of Leadership Survey Completed by Principals of High-Achieving Schools Measuring the Perceived Degree of Importance of
Each of the 12-Step Principles of Leadership
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Principles of leadership
(total # of questions
answered under principle)

Strongly
disagree
n
%

Disagree
n
%

Disagree
somewhat
n
%

Agree
somewhat
n
%

n

%

Flexibility and resilience
Strong leadership
High expectations*
Vision and values
Communication
Focus on learning and
academic rigor
Culture of high
achievement
Collaboration and shared
decision-making
Strength of teams
Embedded professional
development
Academic achievement
and assessment for the
21st century
Love and passion
High expectations**

0
0
5
0
0
0

0%
0%
20%
0%
0%
0%

0
0
0
0
0
0

0%
0%
0%
0%
0%
0%

0
0
0
0
0
0

0%
0%
0%
0%
0%
0%

0
0
0
0
0
1

0%
0%
0%
0%
0%
4%

0
7
6
6
5
8

0%
22%
24%
30%
33%
32%

5
24
14
14
10
16

100%
77%
56%
70%
67%
64%

0

0%

0

0%

0

0%

0

0%

18

48%

19

51%

5.55

0

0%

0

0%

0

0%

3

12%

8

32%

14

56%

5.44

0
0

0%
0%

0
0

0%
0%

0
0

0%
0%

2
2

10%
6%

8
14

40%
46%

10
14

50%
46%

5.40
5.37

0

0%

0

0%

0

0%

3

6%

23

51%

19

42%

5.36

0
5

0%
20%

0
0

0%
0%

0
0

0%
0%

6
0

28%
0%

9
6

42%
24%

6
14

28%
56%

4.95
4.55*

Agree

Strongly agree
n
%

M
6.00
5.77
5.73**
5.70
5.60
5.60

Note. Degree of importance by number, % of responses, plus mean; * Question #19, “Lower student expectations” not included in the analysis of
mean; ** Question #19, “Lower student expectations” included in the analysis of mean.

the agree category. The sixth principle found to be important in establishing
environments of high achievement was a culture of high achievement, with a mean score
of 5.55; 51% of respondents fell under the strongly agree category, and 48% of
respondents fell under the agree category when looking at cultures of high achievement
in establishing a school with high-achieving environments. The seventh principle was
found to be collaboration and shared decision-making, with a mean score of 5.44; 56% of
respondents fell under the strongly agree category, 32% of respondents fell under agree,
and 12% of respondents fell under somewhat agree and found that collaboration and
shared decision-making were important to creating an environment of high achievement.
The eighth principle was found to be strength of teams; 50% of respondents fell under the
strongly agree category, 40% of respondents fell under agree, and 10% of respondents
fell under the somewhat agree category and felt that the strength of teams contributed to
environments of high achievement. The ninth principle found to be important in
establishing environments of high achievement was embedded professional development,
with a mean score of 5.4; 46% of respondents fell under the strongly agree category, 46%
of respondents fell under the agree category, and 6% of respondents fell under the
somewhat agree category. The 10th principle was found on academic achievement and
assessment for the 21st century, with a mean score of 5.36; 42% of respondents fell under
the strongly agree category, 51% fell under the agree category, and 6% fell under the
somewhat agree category in terms of importance for establishing a high-achieving
environment. The 11th principle was love and passion with a mean of 4. 95; 28% of the
respondents fell under strongly agree, 42% fell under agree, and 28% of respondents
somewhat agree when it came to utilizing love and passion to create environments of
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high achievement. Finally, the 12th principle was found to be having high expectations,
with a mean score of 4.55; 56% of respondents fell under the category of strongly agree,
24% of respondents fell under agree, and 20% of responses fell under strongly disagree
for having high expectations in order to create an environment of high achievement.
When eliminating an outlier question in this principle, high expectations ranked as third
most important instead with a mean of 5.73.
Analysis for the 12-step principles. The following sections review each of the
12 principles individually. The principles are ranked in the order of highest perceived
mean to the lowest perceived mean by high school principals as behaviors or skills they
utilized to create environments of high achievement in their school sites. The questions
asked on the survey for each of the 12 leadership principles are reviewed individually for
overall mean score and percentage of leaders’ responses for each Likert scale score per
question. A table accompanies each of the 12-step principles and presents the central
tendency for each individual question asked on the survey and the overall measure of
central tendency each principle was perceived by high school principals to create a highachieving school environment.
Flexibility and resilience. Table 4 shows the degree to which principals
perceived flexibility and resilience to be a principle used by leaders to create a highachieving school environment.
Of the 12 principles that the survey measured, flexibility and resilience was the
leadership behavior perceived by principals to be the most important skill or behavior
that leaders utilized to create a high-achieving school environment. Principals were
asked three questions about behaviors that related to flexibility and resilience, rating them

104

Table 4
Importance of Leadership Behaviors for Developing Flexibility and Resilience

Behaviors and skills
measured for flexibility
and resilience

Strongly
disagree

Disagree

Disagree
somewhat

Agree
somewhat

n

%

n

%

n

%

n

%

n

%

n

%

M

1. Behave resiliently

0

0%

0

0%

0

0%

0

0%

0

0%

5

100%

6.0

2. Practice adaptability

0

0%

0

0%

0

0%

0

0%

0

0%

5

100%

6.0

3. Practice persistence

0

0%

0

0%

0

0%

0

0%

0

0%

5

100%

6.0

0

0%

0

0%

0

0%

0

0%

0

0%

15

100%

6.0
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Overall degree of
importance

Note. Degree of importance by number, % of responses, plus mean.

Agree

Strongly
agree

from a score of 6 (strongly agree) to 1 (strongly disagree). The behaviors with the
highest degree of importance as perceived by the principals were “behave resiliently,”
“practice adaptability,” and “practice persistence” (15 responses, 100%), all in the
strongly agree category with the highest mean score of 6.0. All five principals ranked
100% of the flexibility and resilience questions in the strongly agree category, making
flexibility and resilience the most important leadership principle reported by leaders with
a score of 100% and a mean score of 6.0.
Strong leadership. Table 5 shows the degree to which principals perceived focus
on strong leadership to be a principle used by leaders to create a high-achieving school
environment.
Of the 12 principles that the survey measured, strong leadership was the principle
that leaders perceived as the second most important leadership trait that leaders utilized to
create an environment of high achievement. Principals were asked six questions about
behaviors that related to strong leadership on the survey that they ranked the answers
from a score of 6 (strongly agree) to 1 (strongly disagree). The behavior with the highest
degree of importance as perceived by the principals was “encourage the good idea of
others” (five responses, 100%). The behaviors of “develop and adhere to goals that focus
on student achievement,” “do the right thing,” and “manage the relationships in the
institution” all yielded a mean score of 5.8. The least perceived leadership behavior
“establish a clear vision for the organization” was perceived by only 60% of principals to
be in the strongly agree category, and then by 40% to be in the agree category, with the
lowest mean score of 5.6. Overall, in the strongly agree for strong leadership, principals
ranked this as 77% important. The overall strong leadership score from principals in both
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Table 5
Importance of Leadership Behaviors for Developing Strong Leadership
Behaviors and skills
measured for strong
leadership

Strongly
disagree
n
%

Disagree
n
%

Disagree
somewhat
n
%

Agree
somewhat
n
%

Agree
n
%

Strongly
agree
n
%

M
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1.

Establish a clear
vision for the
organization

0

0%

0

0%

0

0%

0

0%

2

40%

3

60%

5.60

2.

Develop and adhere
to goals that focus on
student achievement
Encourage the good
ideas of others
Do the right thing
(versus doing things
right)
Use collaboration
Manage the
relationships of the
institution

0

0%

0

0%

0

0%

0

0%

1

20%

4

80%

5.80

0

0%

0

0%

0

0%

0

0%

0

0%

5

100%

6.00

0

0%

0

0%

0

0%

0

0%

2

40%

3

60%

5.80

0
0

0%
0%

0
0

0%
0%

0
0

0%
0%

0
0

0%
0%

1
1

20%
20%

4
4

80%
80%

5.80
5.80

0

0%

0

0%

0

0%

0

0%

7

23%

24

77%

5.77

3.
4.

5.
6.

Overall degree of
importance

Note. Degree of importance by number, % of responses, plus mean.

strongly agree and agree range was 100%, which indicated how important principals
perceived strong leadership behaviors were in creating environments of high-achieving
schools. Principals did not rank any of the behaviors in the strongly disagree, disagree,
disagree somewhat, or the agree somewhat categories (zero responses, 0%).
High expectations. Table 6 shows the degree to which principals perceived high
expectations to be a principle used by leaders to create a high-achieving school
environment.
Of the 12 principles that the survey measured, high expectations was perceived as
the least important (12th out of 12) leadership trait that leaders used to create a highachieving school environment. Principals were asked four questions about behaviors that
relate to high expectations on the survey and they ranked their responses from 6 (strongly
agree) to 1 (strongly disagree). The behavior with the highest perceived degree of
importance was “giving support for high expectations” (five responses, 100%), with a
mean score of 6.0 and all responses falling under the strongly agree category. Both
behaviors of “higher student expectations” and “having a high achievement environment”
had a mean score of 5.6. The behavior of “higher student expectations” (five responses,
100%) had 40% in the strongly agree category and 60% in the agree category; the
behavior of “having a high achievement environment (five responses, 100%) had 60% in
the strongly agree category and 40% in the agree category. The behavior of “lowering
student expectations” had an overwhelmingly low score of 1.0, with 100% of responses
falling under the strongly disagree category.
It is important to note that the behavior of “lowering student expectations” was a
negative selection and resulted in a lower mean of 1.0. When this outlier question was
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Table 6
Importance of Leadership Behaviors for Developing High Expectations

Behaviors and skills
measured for high
expectations

Strongly
disagree

Disagree

Disagree
somewhat

Agree
somewhat

n

%

n

%

n

%

n

%

n

%

n

%

M

Agree

Strongly
agree
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1.

Lower student
expectations

5

100%

0

0%

0

0%

0

0%

0

0%

0

0%

1.00

2.

Higher student
expectations

0

0%

0

0%

0

0%

0

0%

3

60%

2

40%

5.60

3.

Give support for
high expectations

0

0%

0

0%

0

0%

0

0%

0

0%

5

100%

6.00

4.

Have a high
achievement
environment

0

0%

0

0%

0

0%

0

0%

2

40%

3

60%

5.60

5

20%

0

0%

0

0%

0

0%

6

24%

14

56%

4.55*
5.73**

Overall degree of
importance

Note. Degree of importance by number, % of responses, plus mean.; * Question #19, “Lower student expectations” included in the
analysis of mean; ** Question #19, “Lower student expectations” not included in the analysis of mean.

removed, it caused the average mean score of the principle of high expectations to move
to 5.73, making it the third highest perceived principle of importance to public high
school principals. The overall results of high expectations when including all four
questions asked show that 20% fall under the strongly disagree category, 24% fall under
the agree category, and 56% fall under the strongly agree category.
Vision and values. Table 7 shows the degree to which principals perceived focus
on vision and values to be a principle used by leaders to create a high-achieving school
environment.
Of the 12 principles that the survey measured, vision and values was the third
leadership principle that leaders perceived as the third most important leadership trait that
leaders utilized to create a high-achieving school environment, with a mean score of 5.7.
Principals were asked four questions about behaviors that relate to vision and values on
the survey, and they ranked the answers from 6 (strongly agree) to 1 (strongly disagree).
The behaviors of vision and values were ranked by all five principals the same (20
responses, 100%). The behaviors of “have high expectations as a goal,” “establish
common team values,” and “do strong strategic planning” were all perceived by the
principals as equally important, with 80% of responses in the strongly agree category and
20% of responses in the agree category, with a mean score of 5.8 for each leadership
behavior and the principle of vision and values overall. The behavior of “have all
constituents buy-in” had a mean score of 5.4. All five principals perceived the leadership
behavior and the overall principle of vision and values the same, with 100% of
respondents ranking the behaviors in the strongly agree or agree categories. Principals
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Table 7
Importance of Leadership Behaviors for Developing Vision and Values
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Behaviors and skills
measured for vision and
values

Strongly
disagree
n
%

Disagree
n
%

Disagree
somewhat
n
%

Agree
somewhat
n
%

n

%

1.

Have high
achievement as a
goal

0

0%

0

0%

0

0%

0

0%

1

2.

Establish common
team values

0

0%

0

0%

0

0%

0

0%

3.

Do strategic
planning

0

0%

0

0%

0

0%

0

4.

Have all
constituents buy-in
to the values

0

0%

0

0%

0

0%

0

0%

0

0%

0

0%

Overall degree of
importance

Note. Degree of importance by number, % of responses, plus mean.

Strongly
agree
n
%

M

20%

4

80%

5.8

1

20%

4

80%

5.8

0%

1

20%

4

80%

5.8

0

0%

3

60%

2

40%

5.4

0

0%

6

30%

14

70%

5.7

Agree

did not rank any behaviors of vision and values in the strongly disagree, disagree,
disagree somewhat, or the agree somewhat categories (zero responses, 0%).
Communication. Table 8 shows the degree to which principals perceived
communication to be a principle used by leaders to create a high-achieving school
environment.
Of the 12 principles that the survey measured, communication was the leadership
principle that leaders perceived as the fourth most important leadership trait that leaders
used to create a high-achieving school environment, with a mean score of 5.6. Principals
were asked three questions about behaviors that relate to communication on the survey,
and they ranked the scores from 6 (strongly agree) to 1 (strongly disagree). The
behaviors of communication were ranked by all five principals the same (15 responses,
100%). The behavior of “using two-way communication” was ranked highest, with a
mean score of 5.8. Next, the behavior of “communicating that high achievement is for
all” had a mean score of 5.6. Finally, the skill of “using all avenues of communication”
yielded a mean score of 5.4. It is worth noting that all five principals perceived the
leadership behaviors and the overall principle of communication the same with 100% of
them ranking all leadership behaviors in the strongly agree or agree categories.
Principals did not rank any behaviors of communication in the strongly disagree,
disagree, disagree somewhat, or the agree somewhat categories (zero responses, 0%).
Focus on learning and academic rigor. Table 9 shows the degree to which
principals perceived focus on learning and academic rigor to be a principle used by
leaders to create a high-achieving school environment.
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Table 8
Importance of Leadership Behaviors for Developing Communication
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Behaviors and skills
measured for
communication

Strongly
disagree
n
%

Disagree
n
%

Disagree
somewhat
n
%

Agree
somewhat
n
%

Agree
n
%

Strongly
agree
n
%

M

1.

Use all avenues of
communication

0

0%

0

0%

0

0%

0

0%

2

40%

3

60%

5.4

2.

Communicate that
high achievement is
for all

0

0%

0

0%

0

0%

0

0%

2

40%

3

60%

5.6

3.

Use two-way
communication

0

0%

0

0%

0

0%

0

0%

1

20%

4

80%

5.8

0

0%

0

0%

0

0%

0

0%

5

33%

10

67%

5.6

Overall degree of
importance

Note. Degree of importance by number, % of responses, plus mean.

Table 9
Importance of Leadership Behaviors for Developing Focus on Learning and Academic Rigor
Behaviors and skills
measured for focus on
learning and academic
rigor
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Strongly
disagree

Disagree

Disagree
somewhat

Agree
somewhat

n

%

n

%

n

%

n

%

n

%

n

%

M

1. Make student
learning the chief
responsibility of
everyone

0

0%

0

0%

0

0%

0

0%

1

20%

4

80%

5.8

2. Set high
expectations for
learning
3. Define rigor

0

0%

0

0%

0

0%

0

0%

2

40%

3

60%

5.8

0

0%

0

0%

0

0%

1

20%

2

40%

2

40%

5.2

4. Demand rigor

0

0%

0

0%

0

0%

0

0%

2

40%

3

60%

5.8

5. Support rigor

0

0%

0

0%

0

0%

0

0%

1

20%

4

80%

5.8

Overall degree of
importance

0

0%

0

0%

0

0%

1

4%

8

32%

16

64%

5.6

Note. Degree of importance by number, % of responses, plus mean.

Agree

Strongly
agree

Of the 12 principles that the survey measured, focus on learning and academic
rigor was one that principals perceived as the fifth most important leadership behavior
that leaders used to create a high-achieving school environment. Principals were asked
five questions about behaviors that relate to focus on learning and academic rigor on the
survey, ranking their responses from 6 (strongly agree) to 1 (strongly disagree). The
behaviors with the highest mean score of 5.8 were “making student learning the chief
responsibility of everyone,” “setting high expectations for learning,” “supporting rigor,”
and “demanding rigor.” The least perceived leadership behavior “define rigor” was
perceived by only 60% of principals to be in the strongly agree category, 40% to be in
the agree category, and 10% in the agree somewhat category, with the lowest mean score
of 5.2
It is worth noting in the strongly agree category, focus on learning and academic
rigor had a score of 64%. The overall focus on learning and academic rigor from
principals in the strongly agree, agree, and agree somewhat range was 100%, which
indicated how important principals perceived establishing a focus on learning and
academic rigor behaviors were in creating a high-achieving school environment. None of
the study participants ranked behaviors of focus on learning and academic rigor in the
strongly disagree, disagree, or disagree somewhat categories.
Culture of high achievement. Table 10 shows the degree to which principals
perceived establishing a culture of high achievement to be the principle used by leaders to
create a high-achieving school environment.
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Table 10
Importance of Leadership Behaviors for Developing Culture of High Achievement
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Behaviors and skills
measured for culture of
high achievement

Strongly
disagree
n

1.

Turn a toxic
environment
around

2.
3.
4.
5.
6.

Disagree

Disagree
somewhat

Agree
somewhat

%

n

%

n

%

n

%

n

%

n

%

M

0

0%

0

0%

0

0%

0

0%

0

0%

6

100%

6.00

Establish trust
Make people want
to be there

0
0

0%
0%

0
0

0%
0%

0
0

0%
0%

0
0

0%
0%

0
2

0%
40%

6
3

100%
60%

6.00
5.80

Use norms
Use artifacts,
heroes, and stories
Know my staff
members' stories
and honor them

0
0

0%
0%

0
0

0%
0%

0
0

0%
0%

0
0

0%
0%

5
5

100%
100%

0
0

0%
0%

5.00
5.00

0

0%

0

0%

0

0%

0

0%

3

60%

2

40%

5.40

0
0
0

0%
0%
0%

0
0
0

0%
0%
0%

0
0
0

0%
0%
0%

0
0
0

0%
0%
0%

3
1
18

60%
20%
49%

2
4
19

40%
80%
51%

5.40
5.80
5.55

7. Celebrate
8. Use joy
Overall degree of
importance

Note. Degree of importance by number, % of responses, plus mean.

Strongly
agree

Agree

Of the 12 principles that the survey measured, establishing a culture of high
achievement was one that principals perceived as the sixth most important leadership trait
that leaders employed in creating a high-achieving school environment, with a mean
score of 5.55. Principals were asked eight questions about behaviors that relate to
establishing a culture of high achievement on the survey, and they ranked the scores from
6 (strongly agree) to 1 (strongly disagree). The two behaviors with the highest degree of
importance as perceived by the principals was “turning a toxic environment around” and
“establishing trust,” with 100% of responses in the strongly agree category and a mean
score of 6.0. The behavior of “making people want to be there” received a mean score of
5.8, with 60% of responses in the strongly agree category and 40% of responses in the
agree category. The behaviors of “knowing my staff members’ stories and honor them”
and “celebrate” both yielded a mean score of 5.4, with 60% in the agree category and
40% in the strongly agree category. The least perceived leadership behaviors of “using
norms” and “using artifacts, heroes, and stories” both yielded a mean score of 5.0, with
both categories scoring 100% in the agree category.
It is worth noting in the strongly agree category, establishing a culture of high
achievement had a score of 51%. The overall establishing a culture of high achievement
score from principals in the strongly agree, agree, and agree somewhat range was 100%,
which indicates how important principals perceived establishing a culture of high
achievement behaviors were in creating a high-achieving school environment. Principals
did not rank behaviors of establishing a culture of high achievement in the strongly
disagree, disagree, or disagree somewhat categories (zero responses, 0%).
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Collaboration and shared decision-making. Table 11 shows the degree to
which principals perceived collaboration and shared decision-making to be a principle
used by leaders to create a high-achieving school environment.
Of the 12 principles that the survey measured, collaboration and shared-decisionmaking was one that principals perceived as the seventh most important leadership trait
leaders used to create a high-achieving school environment, with a mean score of 5.6.
Principals were asked five questions about behaviors that relate to collaboration and
shared decision-making and they ranked answers from a score of 6 (strongly agree) to 1
(strongly disagree). The behavior with the highest degree of importance as perceived by
the principals was “implementing good decision-making practice,” with 100% of
responses falling under the strongly agree category and a mean score of 6.0. The
behaviors of “sharing the information,” “using the participation to get investment
success,” and “broadening the involvement” each had 60% of responses fall under the
strongly agree and 40% of responses falling under the agree categories, with a mean
score of 5.6. The least perceived leadership behavior of “making sure the what goes
down, but the how goes up” yielded a mean score of 4.4, with 60% of responses falling
under the agree somewhat category and 40% of responses falling under the agree
category.
It is worth noting that the strongly agree and agree category, collaboration and
shared decision-making had a score of 88%. Only 12% of principals stated agree
somewhat (three responses, 12%) for collaboration and shared decision-making. No
principals ranked any behaviors of collaboration and shared decision-making in the
strongly disagree, disagree, or disagree somewhat categories (zero responses, 0%).
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Table 11
Importance of Leadership Behaviors for Developing Collaboration and Shared Decision-Making
Behaviors and skills
measured for
collaboration and shared
decision-making
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Strongly
disagree
n
%

Disagree
n
%

Disagree
somewhat
n
%

Agree
somewhat
n
%

n

1. Make sure the what
goes down, but the
how goes up

0

0%

0

0%

0

0%

3

60%

2

40%

0

0%

4.40

2. Share the
information
3. Use the participation
to get investment
success
4. Broaden the
involvement
5. Implement good
decision-making
practice

0

0%

0

0%

0

0%

0

0%

2

40%

3

60%

5.60

0

0%

0

0%

0

0%

0

0%

2

40%

3

60%

5.60

0

0%

0

0%

0

0%

0

0%

2

40%

3

60%

5.60

0

0%

0

0%

0

0%

0

0%

0

0%

5

100%

6.00

Overall degree of
importance

0

0%

0

0%

0

0%

3

12%

8

32%

14

56%

5.44

Note. Degree of importance by number, % of responses, plus mean.

Agree
%

Strongly
agree
n
%

M

Strength of teams. Table 12 shows the degree to which principals perceived
strength of teams to be a principle used by leaders to create a high-achieving school
environment.
Of the 12 principles that they survey measured, strength of teams was one that
principals perceived as the eighth most important leadership trait that leaders used to
create a high-achieving school environment. Principals were asked four questions about
behaviors that relate to strength of teams on the survey, ranking responses from 6
(strongly agree) to 1 (strongly disagree), yielding a mean score of 5.4. The behavior
with the highest degree of importance perceived by the principals was “make sure I have
a high functioning team,” with 100% of responses falling under the strongly agree
category, yielding a mean score of 6.0. The behaviors of “making sure everyone goes in
the same direction,” “making sure I have a role in high achievement,” and “attending to
the personal side of teams” all yielded the same mean score of 5.2.
It is worth noting in the strongly agree, agree, and somewhat agree categories, the
score for strength of teams was 100%, which indicated how important principals
perceived establishing strong teams to be a behavior that leaders used in creating a highachieving school environment. Overall, strength of teams did not have any behaviors
reported in the strongly disagree, disagree, or disagree somewhat categories (zero
responses, 0%).
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Table 12
Importance of Leadership Behaviors for Developing Strength of Teams
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Behaviors and skills
measured for strength of
teams

Strongly
disagree
n
%

Disagree
n
%

Disagree
somewhat
n
%

Agree
somewhat
n
%

Agree
n
%

Strongly
agree
n
%

M

1.

Make sure I have a
high-functioning
team

0

0%

0

0%

0

0%

0

0%

0

0%

5

100%

6.0

2.

Make sure that
everybody foes in
the same direction

0

0%

0

0%

0

0%

0

0%

4

80%

1

20%

5.2

3.

Make sure I have a
role in high
achievement

0

0%

0

0%

0

0%

1

20%

2

40%

2

40%

5.2

4.

Attend to the
personal side of
teams

0

0%

0

0%

0

0%

1

20%

2

40%

2

40%

5.2

0

0%

0

0%

0

0%

2

10%

8

40%

10

50%

5.4

Overall degree of
importance

Note. Degree of importance by number, % of responses, plus mean.

Embedded professional development. Table 13 shows the degree to which
principals perceived embedded professional development to be a principle used by
leaders to create a high-achieving school environment.
Of the 12 principles that the survey measured, embedded professional
development was one that principals perceived as the ninth most important leadership
trait leaders used to create a high-achieving school environment. Principals were asked
six questions about behaviors that relate to establishing the behavior of embedding
professional development on the survey, ranking the answers from a score of 6 (strongly
agree) to 1 (strongly disagree). The behavior with the highest degree of importance as
perceived by the principals was “aligning professional development with school
improvement priorities and goals,” with 100% of responses falling under the strongly
agree category, yielding a mean score of 6.0. The next behavior ranked as important was
“establishing mentoring and induction programs for new teachers,” with 80% of
responses falling under the strongly agree category and 20% of responses falling under
the agree category, yielding a mean score of 5.8. The behavior of “seeing professional
development as an intensive, ongoing and connected practice” yielded a mean score of
5.4, with 40% of responses falling under the strongly agree category and 60% of
responses falling under the agree category. Following this, both “using school-based
coaching to enhance professional learning” and “using teacher self-assessment needs,
evaluation needs, and student achievement needs to propel” yielded a mean score of 5.2.
Each of these skills had 20% in the strongly agree category and 80% in the agree
category. The least perceived leadership behavior of “establishing technology as a focus
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Table 13
Importance of Leadership Behaviors for Developing Embedded Professional Development
Behaviors and skills measured for
embedded professional
development

Strongly
disagree
n
%

Disagree
n
%

Disagree
somewhat
n
%

Agree
somewhat
n
%

Agree
n
%

Strongly agree
n
%

M

1.

Establish technology as a focus
for professional development
priorities and goals

0

0%

0

0%

0

0%

2

40%

2

60%

0

0%

4.60

2.

See professional development
as an intensive, ongoing and
connected practice
Align professional
development with school
improvement priorities and
goals
Use school-based coaching to
enhance professional learning

0

0%

0

0%

0

0%

0

0%

3

60%

2

40%

5.40

0

0%

0

0%

0

0%

0

0%

0

0%

6

100%

6.00

0

0%

0

0%

0

0%

0

0%

4

80%

1

20%

5.20

Establish mentoring and
induction programs for new
teachers
Use teacher self-assessment
needs, evaluation needs, and
student achievement needs to
propel professional
development

0

0%

0

0%

0

0%

0

0%

1

20%

4

80%

5.80

0

0%

0

0%

0

0%

0

0%

4

80%

1

20%

5.20

0

0%

0

0%

0

0%

2

6%

14

47%

14

46%

5.37

3.

123
4.
5.

6.

Overall degree of importance

Note. Degree of importance by number, % of responses, plus mean.

for professional development” yielded a mean score of 4.6, with 60% of responses falling
in the agree category and 40% of responses falling under the somewhat agree category.
In examining the leadership principle of embedded professional development,
94% of principals perceived the leadership behaviors to be in the strongly agree and
agree categories, while 6% perceived these behaviors in the agree somewhat category.
None of the respondents ranked the behaviors in the strongly disagree, disagree, or
somewhat disagree categories (zero responses, 0%).
Academic achievement and assessment for the 21st century. Table 14 shows
the degree to which principals perceived academic achievement and assessment for the
21st century to be a principle used by leaders to create a high-achieving school
environment.
Of the 12 principles that the survey measured, academic achievement and
assessment for the 21st century was one that principals perceived as the 10th most
important leadership trait that leaders used to create a high-achieving school
environment. Principals were asked nine questions about behaviors that related to
academic achievement and assessment for the 21st century on the survey and ranked the
answers from a score of 6 (strongly agree) to 1 (strongly disagree). The behaviors with
the highest degree of importance as perceived by the principals were “using multiple
assessments” and “using criteria that were authentic,” with both responses in the 80%
strongly agree and 20% in the agree categories. The next leadership behaviors that were
perceived as important were “employing formative assessments” and “using data
assiduously to improve,” both with a mean score of 5.4 and 40% of responses falling
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Table 14
Importance of Leadership Behaviors for Developing Academic Achievement and Assessment for the 21st Century
Behaviors and skills
measured for academic
achievement and assessment
for the 21st century

Strongly
disagree
n
%

1.

0

125

Use assessment for
21st-century skills
2. Employ formative
assessment
3. Use multiple
assessment
4. Use data over and over
again
5. Use data assiduously to
improve
6. Use trend data
7. Use a team to analyze
data
8. Change assessments for
Common Core
Standards
9. Use criteria that are
authentic
Overall degree of
importance

Disagree
n
%

Disagree
somewhat
n
%

Agree
somewhat
n
%

n

0%

0

0%

0

0%

0

0%

4

80%

1

20%

5.20

0

0%

0

0%

0

0%

0

0%

3

60%

2

40%

5.40

0

0%

0

0%

0

0%

0

0%

1

20%

4

80%

5.80

0

0%

0

0%

0

0%

0

0%

4

80%

1

20%

5.20

0

0%

0

0%

0

0%

0

0%

3

60%

2

40%

5.40

0
0

0%
0%

0
0

0%
0%

0
0

0%
0%

1
1

20%
20%

2
2

40%
40%

2
2

40%
40%

5.20
5.20

0

0%

0

0%

0

0%

1

20%

3

60%

1

20%

5.00

0

0%

0

0%

0

0%

0

0%

1

20%

4

80%

5.80

0

0%

0

0%

0

0%

3

7%

23

51%

19

42%

5.37

Note. Degree of importance by number, % of responses, plus mean.

Agree
%

Strongly
agree
n
%

M

under the strongly agree category and 60% falling under the agree category. The
leadership behaviors of “using assessment for 21st-century skills,” “using data over and
over again,” “using trend data,” and “using a team to analyze data” all yielded the same
mean score of 5.2. The behaviors of “using assessment for 21st-century skills” and
“using data over and over again” (five responses, 100%) had 20% of responses in the
strongly agree category and 80% of responses in the agree category. The leadership
behaviors of “using trend data” and “using a team to analyze data” (five responses,
100%) had 40% of responses in the strongly agree category, 40% of responses in the
agree category, and 20% of responses in the agree somewhat category.
When examining the leadership principle of academic achievement and
assessment for the 21st century, 93% of principals perceived the leadership behaviors to
be in the strongly agree and agree categories, while 7% perceived these behaviors in the
agree somewhat categories. None of the participants ranked these behaviors in the
strongly disagree, disagree, or disagree somewhat categories.
Love and passion. Table 15 shows the degree to which principals perceived love
and passion to be a principle used by leaders to create a high-achieving school
environment.
Of the 12 principles that the survey measured, love and passion was one that
principals perceived as the 11th most important leadership trait leaders used to create a
high-achieving school environment. Principals were asked four questions about
behaviors that related to love and passion on the survey, ranking their responses from 6
(strongly agree) to 1 (strongly disagree). The behaviors with the highest degree of
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Table 15
Importance of Leadership Behaviors for Developing Love and Passion
Strongly
disagree
n
%

Disagree
n
%

Disagree
somewhat
n
%

Agree
somewhat
n
%

Agree
n
%

Strongly
agree
n
%

Love the people I
work with

0

0%

0

0%

0

0%

2

40%

3

60%

0

0%

4.60

Love the work
Practice skills of
love
4. Focus on the
positive in others
Overall degree of
importance

0
0

0%
0%

0
0

0%
0%

0
0

0%
0%

2
2

40%
40%

1
2

20%
40%

2
1

40%
20%

5.00
4.80

0

0%

0

0%

0

0%

0

0%

3

60%

2

40%

5.40

0

0%

0

0%

0

0%

6

28%

9

42%

6

28%

4.95

Behaviors and skills
measured for love and
passion
1.
2.
3.

127

Note. Degree of importance by number, % of responses, plus mean.

M

importance as perceived by the principals were “love the work” and “focusing on the
positives of others,” with a mean score of 5.0. The behavior of “love the work” (five
responses, 100%) had 40% of responses in the strongly agree category, 20% in the agree
category, and 40% in the somewhat agree category. The behavior of “focusing on the
positives of others” had 60% of responses in the strongly agree category and 40% in the
agree categories. The behavior of “practicing the skills of love” (five responses, 100%)
had 20% in the strongly agree category, 40% in the agree category, and 20% in the
somewhat agree category.
It is worth nothing that in the strongly agree, agree, and somewhat agree range,
the total of scores for love and passion overall was 100%, which indicated how important
principals perceived love and passion to be a set of behaviors leaders used in creating a
high-achieving school environment. Overall, none of the responses had any behaviors
reporting in the strongly disagree, disagree, or disagree somewhat categories (zero
responses, 0%).
Results for Research Question 2
What are the leadership strategies for implementing the 12-step principles
proposed by Harvey et al. (2014) to create a K-12 school environment that fosters high
student achievement as perceived by public school elementary principals?
This research question asked about the specific strategies of the 12-step principles
in creating a school environment that fosters high student achievement as proposed by
Harvey et al. (2014). The 12-step principles are strong leadership, culture of high
achievement, vision and values, high expectations, love and passion, a focus on learning,
embedded professional development, academic achievement and assessment for the 21st
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century, strength of teams, collaboration and shared decision-making, communication,
and flexibility and resilience. All study participants were asked the same interview
questions, following the thematic research team’s interview protocol. Upon completion
of the transcription and coding process, this researcher then developed a frequency
analysis in relation to the 12-step principles in NVivo.
An analysis of the data collected from the five interviews generated a total of 19
themes and 403 frequencies. The themes and frequencies were not evenly distributed
among the 12 study variables of the 12-step principles in creating environments of high
achievement. Figure 4 illustrates the distribution of theme among the five study
participants, and Figure 5 displays the frequency count for each variable.
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Figure 4. Number of themes in each variable.
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Frequency Count for Themes of 12-Step
Principles
Strong Leadership
Culture of High Achievement
Vision and Values

6%

7%

10%

High Expectations

5%

Love and Passion

9%

7%

Focus on Learning and Rigor

9%

9%

Academic Achievement and
Assessment

11%

13%
6%

Embedded Professional
Development

8%

Strength of Teams
Collaboration and Shared Decision
Making
Communication
Flexibility and Resilience

Figure 5. Frequency count for coded themes for each of the 12-step principles.
The principles of strong leadership, vision and values, and love and passion each
had five themes. The principle of communication had four themes. On the other hand,
the principles of culture of high achievement, high expectations, focus on learning and
rigor, academic achievement and assessment, strength of teams, collaboration and shared
decision-making, and flexibility and resilience only had three themes. In order for a
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theme to be included in a study, a minimum frequency of four per theme must be coded.
Themes with less than four frequency counts were excluded from the study.
Academic achievement and assessment had the highest number of frequencies
with 53 frequencies (13%). Love and passion also emerged with the second highest
number of frequencies with 46 frequencies (11%). Communication had the third highest
number of frequencies with 41 (10%). Next was high expectations, with 38 frequencies
(9%). Both vision and values and strength of teams had 36 frequencies (9%). Focus on
learning and academic rigor had 33 frequencies (8%). Strong leadership had 27
frequencies (7%). Collaboration and shared decision-making was next with 26
frequencies (7%). Flexibility and resilience had 24 frequencies (6%). Embedded
professional development was next with 23 frequencies (6%). Finally, high achievement
had 20 frequencies (5%). It is worth noting that although some frequencies had similar
percentages of frequencies generated by software computation on Microsoft Excel, they
were ranked based on actual frequency count.
The next section provides a detailed analysis of the qualitative interview data
arranged according to each interview question, which focused on the leadership strategies
that high school principals used to implement the 12-step principles proposed by Harvey
et al. (2014) to create a K-12 school environment that fostered high student achievement
as perceived by high school principals.
Strong leadership. The theoretical definition of strong leadership as defined by
the team of peer researchers is the ability of a leader to establish clear vision and goals
for an organization focused on student achievement and team collaboration (Harvey et
al., 2014; Leithwood, 2010). Principals are expected to be instructional and community
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leaders. Principals, when hired, are expected to possess the necessary skill sets to take
their school to the high levels of academic achievement expected and demanded by all
stakeholders (Bloom & Owens, 2013). Data from the public high school principal
interviews indicated that a culture of high achievement helped to create a school
environment that fosters high student achievement. Table 16 and Figure 6 represent the
themes and frequencies that emerged from an NVivo analysis of the interview transcripts.
Table 16
Themes and Patterns Resulting from an Analysis of the Interviews Related to Research
Question 2: Strong Leadership
Number of
respondents

%
based on N

Frequency of
reference

Taking a look at present conditions

3

60

5

Using data to drive decisions

4

80

5

Working with staff and stakeholders

3

60

8

Creating buy-in

4

80

5

Reflecting on schoolwide practices

2

40

4

Theme/pattern

Note. The N for interview participants = 5.
The common themes of how public high school principals utilize the principle of
strong leadership, the percentage of participants who contributed to each theme, and the
frequency count of responses are represented in Table 16. This table identifies emerging
themes on how public high school principals utilized strong leadership to create a school
environment of high student achievement that is based on surveying their environment,
using data and stakeholder input, and creating buy-in.
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Strong Leadership
9
8
7
6
5
4
3
2
1
0
Taking a look at
present conditions

Using data to drive
decisions

Working with staff
and stakeholders

Creating buy-in

Reflecting on schoolwide practices

Figure 6. Themes and frequencies for strong leadership.
Five themes emerged from the data coding process for strong leadership. These
themes were referenced 30 times by the public high school principals, making up 7% of
the coded data. Of the five themes, four of them had more than 50% of the respondents
with a frequency rate of 60% or higher based on the number of responses. One of the
themes only had 40% of the respondents with a high frequency of responses to support
the theme.
Taking a look at present conditions of the school. One of the themes that
emerged as an important leadership strategy of strong leadership by public high school
principals was taking a look at present conditions of the school. Leadership serves as a
catalyst for unleashing the potential capacities that already exist in the organization
(Leithwood et al., 2008). Three of the five (60%) public high school principals
referenced this theme five times as being a crucial strategy in demonstrating strong
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leadership. Public high school principals agreed that understanding the state of the
school helped to shape leadership decisions. Public high school principals agreed that
understanding their school, culture, and current site progress was a key strategy in
creating an environment of high student achievement.
For example, Participant 5 stated,
I think you build upon what you have. You know, you need to figure out what it
is that you want, where it is that you need to go, have some concept of how we’re
going to measure that, and then set about putting the right people in charge of
helping make those things happen.
Participant 1 stated,
I think you have to know a lot of things at the outset. You have to have a clear
understanding what the present conditions are. You’re going to sort of take stock
of all your resources and you’re going to look very closely at not only what is
missing, but also what you do well. And once you have a clear picture of all of
that, you work with your team to build a vision for the coming years and you
begin to develop action steps.
Using various data sources to drive decision-making at the school. Another
strategy found in the data was principals looking at different data sources, which was
referenced five times by four of the five participants. The public high school principals
mentioned that strong leaders constantly reviewed data to determine school needs.
Participant 3 shared, “If there’s data that shows we need to do stuff or any other indicator
that says, ‘Hey, we need to be looking at this direction’ then we need to focus on this as a
school.”
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Further, Participant 1 stated, “Data’s going to ultimately drive all decisionmaking. So, you really need to assess what you have and work with your staff to start
building a vision of what could be.” Managing people, data, and processes help to foster
school improvement and student achievement (Wallace Foundation, 2013).
Working with staff and stakeholders for input. This theme was referenced eight
times by three of the five public high school principals. Strong leaders work with all
stakeholders for input on schoolwide decisions. They empower the staff by developing a
climate of collaboration, by seeking the support of various influential groups within the
school community, and by keeping ahead of the game through ensuring that they have a
view of what is and what is to come (Day et al., 2001).
When discussing how a school’s vision and mission were developed, Participant 2
described the process of including all stakeholders:
We had a steering committee of different people. It was sort of an interesting
process. We looked at a news article of what would be sort of like a utopian
school. And then we pulled out ideas from that. And then the group agreed on a
structure and then we came up with different statements and then we actually took
that back to our whole staff, to our student forum, and to our parent groups at the
time. People sort of actually kind of voted on how important that was to them.
And then we kind of tweaked from there until we came to something that we have
done something similar over the years.
Participant 2 described how they included stakeholders in the process of rolling
out a schoolwide focus on math instruction for achievement:
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Say our focus has been on math and one of the things that came out of that was
the math question of the week and incentives through the math department and
whatnot. So, we first started brainstorming that and what ideas we could come up
with as an admin team. And then we came up with some ideas and then we met
with our department chair and then we met with the PLCs [professional learning
communities] and the department and got the buy-in from all those stakeholders
before we started implementing anything. And then we would share with
management team. At the schoolwide level, we let everybody know what’s going
on before we just roll something out.
Creating buy-in to support school initiatives. This theme was referenced five
times by four of the five public high school principals. Strong leaders create buy-in while
working on new school initiatives.
Participant 1 stated,
The first step in that is getting the buy-in of all your stakeholders because in my
opinion, a clear and effective vision will not be clear or effective if you don’t have
the buy-in of your stakeholders. And then feeling like they had a voice and a part
in that decision-making. And obviously you provide all the relevant information
that they need.
Participant 1 expressed the importance of gaining buy-in by understanding where
the school has made progress and working off of that to build buy-in:
I would say as a new person, when you come in, I think the first step in any
establishing of your own sort of footprint and your own leadership is
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understanding historically where the site has been and then validating, you know,
their progress, all their steps in action.
Participant 4 shared a similar process in gaining buy-in from the staff:
I build my authority on that trust first and foremost in relationships. So, I would
say the first, that was my 90 days was building relationships. Building that up
and establishing my style was I felt like staff knew I was in, in where I was
coming from and it was then to bring them into that and that sort of vision portion
and my vision.
Taking time to regularly reflect on schoolwide practices. This theme was
referenced four times by two of the five public high school principals. Strong leaders
make an effort to regularly reflect on schoolwide practices to seek a need for
improvement. Participant 5 stated,
In a school like this, it’s been successful for so long. But sometimes they do
things that are not successful. And once in a while it catches up with us. And
when it does, then you have to step back and say, “okay, what went wrong? Why
what do we need to do differently? And then, and then how can we replicate
that?” And, you know, that’s what we do.
Participant 5 also expressed the importance of reflection, stating,
We went through a huge process of like, “what’s important to us, where do we
want to be in several years?” And I think fortunately as the principal of the
school now, I was part of that process. Because while I think the WASC
[Western Association of Schools and Colleges] documents are super great, I
actually think that the process was more compelling because it provided our staff

137

and our parents and kids an opportunity to really protect time for us to discuss sort
of the more philosophical direction of the school. And then over the years gone
back and refocus, we call it our guiding document, refocused on that document to
talk about like, “are these things still important to us or not?”
In conclusion, the principle of strong leadership for Research Question 2 yielded
five themes with a total of 27 frequencies. All of the themes had more than 40% or more
of respondents agreeing.
Culture of high achievement. The theoretical definition of high achievement as
defined by the team of peer researchers is that it is established when value is placed on
high student achievement, trust, and agreed upon norms (Hallinger & Heck, 1998;
Harvey et al., 2014). Data from the public high school principal interviews indicated that
a culture of high achievement helps create a school environment that fosters high student
achievement. Table 17 and Figure 7 represent the themes and frequencies that emerged
from an NVivo analysis of the interview transcripts.
Table 17
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: Culture of High Achievement
Number of
respondents

%
based on N

Frequency of
reference

Inherited culture from community

3

60

5

Taking a look at present conditions

2

40

4

Holding people accountable

3

60

4

Theme/pattern

Note. The N for interview participants = 5.
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Figure 7. Themes and frequencies for culture of high achievement.
Table 17 illustrates the common theme of how public high school principals
utilized the principle of establishing a culture of high achievement, the percentage of
participants who contributed to each theme, and the frequency count of responses. The
table serves to demonstrate how public high school principals utilize establishing a
culture of high achievement in order to foster high student achievement.
Three themes emerged from the coding process for culture of high achievement.
These themes were referenced 11 times by the public high school principals and can be
attributed to 3% of the coded data. Two of the three themes had a frequency rate of 60%
based on the number of respondents. One of the themes had a frequency rate of only
40%. Data indicated that the principle of establishing a culture of high achievement
creates a high-achieving school environment by examining the inherited culture, taking a
look at present conditions, and holding people accountable.
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Embracing the inherited culture of the school and community. One of the
themes that emerged as a leadership strategy that public high school principals utilized
that represented a culture of high achievement was embracing the culture of achievement
that was already existent at the school. Peterson (2002) suggested that “a culture is built
within a school over time as teachers, school leaders, parents, and students work together.
It is the school culture that often influences the staff development and professional
growth that takes place within a school” (p. 13). This theme was referenced five times by
three of the five (60%) public high school principals.
Participant 4 stated,
I think that high expectations is the one thing that we had right out of the gate as
we were a site that believed that you set the bar high and you’ll be surprised what
kids are capable of achieving. We pride ourselves on being that academic
powerhouse in our district.
Participant 3 expressed,
This school came equipped with high expectations. When I arrived here, the
expectations were very high, sometimes too much. So actually, my job has been
to maintain high achievement while simultaneously trying to reduce the stress that
students are feeling.
Similarly, Participant 1 stated,
I think being (name of school) that’s kind of embedded and we already have so
many high-achieving students whether it be in achieving academically high
achieving artistically or whatever, and what my step now is and what we tell our
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parents as we’re here to foster your students’ talents or your students’ goals,
whatever those may be.
The culture of a school is immediately evident and is a major indicator of the success of a
school, composed of many intangible phenomena, such as values, beliefs, assumptions,
perceptions, norms, artifacts, and patterns of behavior (Shafritz, Ott, & Jang, 2011).
Taking a look at present conditions of the school. This theme was referenced
five times by two of the five participants. Leaders take a look at what the school’s focus
is and invest their time on what the school should be working toward. For example,
Participant 1 stated,
It comes from the ground up. Again, it’s determining that vision, assessing what
is and then looking toward what could be really thinking big. “Is this all we are?
Could we be so much more? Can we give the kids more?”
In a more specific example, Participant 4 shared how they reshaped the school’s
focus away from the high-achieving students and building up the middle ground for high
achievement:
And so, the culture of let’s say that middle 70% and the bottom half, you know,
how many of those kids are we missing and potentially how we can do even
better? It was a sort of a shift in investment in time and priority. And the kids
who are at the top we found have remained at the top. We haven’t decreased
expectations for the students, but what we have done is shifted the majority of our
hard time and focus on the middle or even low-achieving students. And we’ve
brought everyone up. I would say the whole, it’s not just expectations for the top.
It’s expectations for all is the biggest thing I think is expectations for ourselves
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and by changing what we want, what we want to get out of our students. It
trickled down to the kid.
Public high school principals created cultures where students are surrounded by a
network of adults and peers who care about their academic success in order to reinforce
high academic expectations and assist students in meeting them (Savitz-Romer et al.,
2009).
Holding people accountable. Another theme that emerged as a crucial leadership
strategy that public high school principals utilized in creating a culture of high
achievement was holding people accountable. Effective principals worked to improve
achievement by focusing on the quality of instruction. They helped to define and
promote high expectations; they attack teacher isolation and fragmented efforts and
connect daily with teachers and the classroom (Wallace Foundation, 2013). Three of the
five participants (60%) referenced this theme four times as being an important component
in creating a culture of high achievement and establishing a high-achieving school
environment.
For example, Participant 5 stated,
You will have some people who are less maybe devoted to their partner, you
know, like somebody else’s problem. But everybody wants to benefit from the
high student achievement. So, everybody needs to participate in it and do their
part. It can’t just be the AP teachers or the IB teachers and potentially the
Cambridge teachers. It has to be everybody doing their part and whether it’s, you
know, the kids stressing out when they’re in AP or the kids making sure that
they’re getting their health requirement completed in the summer. Everybody has
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to do their part in that. And, and I think for the most part, everybody sees
themselves as part of a team and then getting that done.
Principals often receive high marks from their teachers for creating a strong climate and
for spurring leadership in the faculty (Wallace Foundation, 2013).
Participant 1 stated,
Teachers are sometimes afraid when you say, “Okay, we need to move forward.
We need to do X, Y, and Z. And, you know, what do you want to do?” It’s scary
for them. Accountability and public education as a funny thing; your
administrators are held accountable. Your teachers are held accountable as far as
your principal can hold them accountable. But a lot goes all the way back up the
line to the district office. So being an administrator is a little bit like trying to
drive railroad spikes with a rubber mallet. You know, you’re dealing with a
population of people who are highly educated, but they also have more right to
remain in the role than the administrator.
In conclusion, the principle of establishing a culture of high achievement for Research
Question 2 yielded three themes with a total of 20 frequencies. All of the themes had
more than 40% or more of respondents agreeing.
Vision and values. The theoretical definition of vision and values as defined by
the team of peer researchers is the establishment and strategic planning of an
organization’s goals and collective efforts toward increased student achievement (Harvey
et al., 2014; Lunenburg, 2010). Data from the public high school principal interview
indicated having vision and values helps build a school environment that fosters high
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student achievement. Table 18 and Figure 8 represent the themes and frequencies that
emerged from an NVivo analysis of the interview transcripts.
Table 18
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: Vision and Values

Theme/pattern

Number of
respondents

%
based on N

Frequency of
reference

Reflecting on vision with your team

5

100

12

Onboarding new members
Using WASC and data to drive
vision

2
2

40
40

8
4

Envisioning outcomes for students
Discussing opportunities for the
school

3
2

60
40

7
4

Note. The N for interview participants = 5.

Vision and Values
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6
4
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Reflecting on vision
with your team

On-boarding with Using WASC and data
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to drive vision

Figure 8. Themes and frequencies for vision and values.
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Table 18 represents the common themes of how public high school principals
utilized the principle of vision and values, the percentage of participants who contributed
to each theme, and the frequency count of responses received. This table assists in
identifying themes that emerged on how public high school principals create a school
environment that fosters high student achievement.
Five themes emerged from the data coding process for vision and values. These
themes were referenced 35 times by the public high school principals and can be
attributed to 9% of the coded data. One of the themes had a frequency rate of 100%
based on the number of respondents. Another theme had a frequency rate of 60% based
on the number of respondents. Three themes had a frequency rate of 40% based on the
number of respondents. The findings showed that there were five common themes that
contributed to vision and values being an important principle that contributed to
establishing an environment of high student achievement.
Revisiting and reflecting on the vision with your team. One of the themes that
emerged as a crucial leadership strategy that public high school principals utilized that
represents vision and values as a team was revisiting and reflecting the vision with your
team and staff. Since excellence is a moving target, the vision should be revisited
regularly to ensure that the vision remains relevant.
The principal’s modeling and reinforcing vision-related behaviors are critical to
the success of a school community (Lunenburg, 2010). These reflections occur during
self-studies, as Participant 5 shared:
At our school when we’re looking at what the visions and values are, we rework
those. And you know, where we had the old SLOs, we assess the specific
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learning objectives because we were in our self-study here. We have a visit this
spring. And so, when we’re looking at what it is we’re doing, you know, those
are all the things that we most value.
Participant 2 explained,
We’re a PBIS school, so we’ve established values you know, like schools do.
And revisited and talked about how we can better like teach kids and those kinds
of things. I talk about a piece of it every year usually like kind of whatever our
theme is for the year. I try to like bring back to the philosophy as often as I can.
Revisiting the school vision should be a yearly task in which input from all stakeholders
including teachers, students, parents, and community members is taken into account
(Smith & Squires, 2016).
Further, Participant 5 stated,
I don’t know any school that you go in that you’re completely starting from
ground zero with what the philosophy is the school is going to be or what the
goals are going to be or what the focus of what we’re expecting our students to
be. You’re always going to be tweaking it.
Being mindful of onboarding with new staff members. Another theme that was
referenced eight times by two of the five public high school principals was bringing new
staff members on board with the vision and values of the school.
Participant 2 shared that it begins with the hiring of new members of the
organization:
It’s an intense situation. But I think part of it is our hiring practice. And then
when we hire people, we do an onboarding ourselves. The district has their own
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onboarding that they do which they’ve like beefed up quite a bit. And in the last
several years, but we do our own, like “New to (Name of School)” teacher or a
staff meeting.
Participant 3 shared,
We obviously we have teachers that will go through the mentoring process and
then they’ll meet with their evaluator as well. We’ll just sit down and draw out
what the expectations are. And one of the things I always say is, “Look, you’re
here to do your job. You’re an adult, you’re a professional. Even if you fail, I’m
fine with that. I’m not going to be, you know, over your shoulder all the time.
You need me; I’ll be there, how I can support. But these are my expectations.”
Developing people to meet these expectations requires intellectual stimulation, individual
and collective support, and the leader providing an appropriate role model (Jacobson
2010).
Using data and WASC reports to drive the school vision. Another theme that
emerged as important in the principle of vision and values for establishing cultures of
high achievement was using the WASC process to drive the vision of the school. This
theme was referenced four times by two of the five participants.
For example, Participant 5 stated,
In that WASC process with everybody truly being involved and having part of the
process and looking at our weaknesses that the change went from something like,
I think we had five or six different SLOs, to just those three that largely
encompass everything that we wanted it to encompass and are a little bit more
modernized. So, we broke up the teams, we had all the focus groups, everybody
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was involved and engaged. We’ve done this for, it’ll be a year and a half by the
time they show up in the spring and the report’s almost done.
Similarly, Participant 2 stated,
Our WASC action plan drives a lot of what we do. This is our guiding document
is why it’s important to us. This is why we have these programs. We have an
advisement program, we’re on a block schedule. These are the philosophy and
intent behind it. So, we focus quite a bit on that, on the more philosophical piece
of it in our New to (Name of School) meeting. But then every year when we start
the year, we do the same. We do a similar little version with our teachers. And I
know that half the time they’re like, “I’ve heard this 50 times.” But I give them
our guiding document every single year.”
Building a vision centered on student outcomes. Another emerging theme on
vision and values was building a vision centered on student outcomes, which was
referenced seven times by three of the five public high school principals. According to
Johnson and Uline (2005), “A successful school principal is an educational leader who
promotes the success of all students by facilitating the development, articulation,
implementation, and stewardship of a vision of learning that is shared and supported by
the school community” (p. 46).
For example, Participant 1 stated,
A lot of comes down to “what do you want to be, what should we be?” And this
year we’re going to be talking about our mission and vision here again, because
our mission and vision don’t say much of anything about the kind of people we
produce. And it’s so easy for your mission and vision statements to be paragraphs
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long. It’s like, “how do we keep it simple? How do we state succinctly what it is
we want to accomplish?” But what we’re recognizing is our mission and vision
speaks to academics. They say nothing about the quality of the human being that
comes out of here.
Participant 5 shared,
It’s about being globally responsible. It’s about, you know, recognizing that
we’re part of a larger organization, which is not just (Name of School) and (City
in which School is Located) in California. And I think when we’re looking at
those types of things is we were looking at our students and what we really want
them to do. We want them to be, you know, not only ready for college, but we
want them to have the skills that they’re getting and ultimately be able to be
successful and to transcend.
Continued discussions on opportunities for the school in building a vision.
Another theme that emerged for vision and values was having continued discussions on
opportunity for the school. Public high school principals agreed that developing a shared
vision of the future, helping build consensus about relevant goals, and demonstrating high
expectations for colleagues’ work were crucial components of building vision and values
in their schools. This theme was referenced four times by two of the five public high
school principals and was crucial in maintaining vision and values for the school.
For example, Participant 1 stated,
What happens is when you look inside for so long and you’re insulated like
(Name of School) is, you keep seeing what you think are the same kids coming
through them with the same views and the same mentality and all the rest and
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pretty soon you’re off the market because the world around you is changing and
your vision and your mission have to adapt to that.
Participant 4 shared a specific example of the opportunity of building a vision for
all students to succeed:
When we started to build the systems in which to identify where kids struggle, we
were able to get ahead of the failure. We were able to get ahead of kids that fell
behind in credits, that ended up going on to continuation school on placement.
We were able to retain our students and get them before they get to those points of
struggle. We were able to shift our section allocation to intervention classes and
credit recovery classes. We were able to partner with the community and get
support for afterschool tutoring. We have an afterschool homework and help
program. We built in a community service award for students that earned up,
considered an hours of community service. And so, for them it’s tutoring,
interactive school homework and help club.
In conclusion, the principle of vision and values for Research Question 2 yielded
five themes with a total of 36 frequencies. All of the themes had more than 40% or more
of respondents agreeing.
High expectations. The theoretical definition of high expectations as defined by
the team of peer researchers is the beliefs and goals set by educational leaders for all
students and staff to achieve high standards of behavior and achievement to which
student achievement will be increased (Day et al., 2001; Harvey et al., 2014; Printy &
Marks, 2006). Data from the public high school principal interview indicated having
high expectations helps create a school environment that fosters high student
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achievement. Table 19 and Figure 9 represent the themes and frequencies that emerged
from an NVivo analysis of the interview transcripts.
Table 19
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: High Expectations
Number of
respondents

%
based on N

Frequency of
reference

Set high expectations for teachers

3

60

4

Encouraging your team

3

80

6

Looking at other schools

2

40

6

Theme/pattern

Note. The N for interview participants = 5.
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Setting high expectations for
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Figure 9. Themes and frequencies for high expectations.
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Looking at other schools

Table 19 illustrates the common themes of how public high school principals
utilize the principle of high expectations, the percentage of participants who contributed
to each theme, and the frequency count of responses received. This table assists in
identifying emerging themes on how public high school principals utilize the principle of
high expectations and how it contributes to creating a school environment that fosters
high student achievement.
Three themes emerged from the data coding process for high expectations. These
themes were referenced 16 times by the public high school principals and can be
attributed to 8% of the coded data. Two of the three themes had a frequency rate of 60%
or higher based on the number of respondents. One of the themes had a frequency rate of
40% based on the number of respondents. The data indicated that setting high
expectations and encouraging your team were key components of high expectations
helping to create a high-achieving school environment.
Setting and establishing high expectations for all teachers. One of the themes
that emerged as a crucial leadership behavior for public high school principals was
setting high expectations for all teachers. This theme was referenced four times by three
of the five participants. Participant 2 shared,
Having high expectations for each other and ourselves. I think we have quite a bit
of that, which is why it’s an intense place to work. But I think that sort of like
general thread of it through everything is really important to me.
Participant 4 shared a specific example of setting expectations for teachers to get
to know their students in helping foster high achievement:
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Why would we have those issues if we didn’t know our kids, so our staff are
expected to get to know the kids. We have whole weeks where it’s that face-toface interaction between their teacher in each of their students throughout the day,
throughout the week, getting to know their story, getting to know their strengths,
building that connection because that builds trust and then when you are building
your assignment, you’re looking at where the kids are wrong and building in
flexibility in your syllabus so that if something happens in that kid, their life that
you’d be able to work with them on “the why” behind the scenes struggle and get
them to the point where they can honestly want to get caught up or honestly want
to do well in your class. So often I think our kids just kind of throw in the towel
and they get frustrated or something comes up. They’re just like, well, the teacher
doesn’t care about me, so why should they care about the work?
Encouraging your team to maintain high expectations. Another theme that
emerged in the principle of high expectations is the strategy that public high school
principals utilize is continuing to encourage your team.
For example, Participant 2 stated,
You have to believe it. It’s not something you’re going to sell. At least not for
very long. If it’s not what you think about, if it’s not what you believe in, if it’s
not what you do on a day to day basis, it rings hollow. And people know that.
The other thing too is that, you know, there’s all this “Rah Rah” talk and
encouragement. There’s gotta be a lot of listening, a lot of internalizing what
other people are saying, what they’re thinking, how they’re responding and what
they need.
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Participant 1 shared a specific example of encouraging their team:
People need to understand it’s a process, and it’s an exciting process. It’s a
process of growth. You hear all the time about growth mindset, this growth
mindset that you just gotta want to get better and it should be exciting to get
better. And if you do it together and you work as a team, it’s even better. Doing
it in isolation isn’t much fun. So, you encourage the growth. And I encourage
people to push the envelope. I love when people will stretch and try something
different because they think it could have a great effect if they crashed and they
come rolling back in and they go, okay, that didn’t work the way I wanted it to.
Okay, my question is “Now what? What are you going to do with it? Are there
pieces that you can salvage or that you’d try again? Did you learn anything from
it?” Because when a teacher walks out of here, you know, after 35, 36 years, they
didn’t start that way. They weren’t that good. You know, they, they developed a
lot over time. And I think it’s important to encourage people and keep that in
mind and help them to remember that, you know, you’re not as good as now as
you will be someday. And that’s what we all strive for.
Looking at other schools to determine expectations. Another theme that emerged
as a vital leadership behavior for having high expectations was looking at other
neighboring schools and districts. This theme was referenced six times by two of the five
public high school principals.
Participant 3 stated that looking at California Dashboard was a practice that he
employed to maintain high expectations:
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I’ll go on the English and math dashboard. Our scores are the best in the district
and we get a lot of leeway because of that. But that’s not good enough because
we’re not as good as (Neighboring District). We’re not as good as (Neighboring
District). We’re not as good as some of other similar schools. Letting our
teachers know that, okay, even though we’re higher than other schools in the
district, you know, sitting in those meetings at the district level we kind of get a
pass a lot that and that’s not okay. We’re not okay winning that league. We want
to win differently. So, we’ve we started comparing our expectations to other
schools.
Having a continued pressure on self and others for improvement plays a role in
establishing standards built upon intrinsic values (Day et al., 2001).
Participant 5 shared an experience where enrollment played a part in high
expectations:
You have to recognize that (Name of School) would have closed and it would
have been closed probably by 1988, if we didn’t start the (Name of School) Tech
program because when (Name of Neighboring School District) opened their high
schools there went most of our attendance boundaries. So, it was either come up
with something that would attract kids to the school or we’re going to be closing
this school. And so that’s where (Name of School) Tech came and we were able
to attract kids from out of the district to come in.
According to Day et al. (2001),
Public high school principals are ruthless in their establishment of high
expectations, aware of the need to think strategically so that they can position
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their school to be ahead of emerging changes and willing to take risks to do so
based on knowledge of their community and constituency. (p. 49)
In conclusion, the principle of high expectations for Research Question 2 yielded
three themes with a total of 38 frequencies. All of the themes had more than 40% or
more of respondents agreeing.
Love and passion. The theoretical definition of love and passion as defined by
the team of peer researchers is the values a leader places on establishing relationships and
being intentionally committed to connecting and relating to a team and include remaining
aware of the personal needs of teachers, maintaining personal relationships with teachers,
and inspiring teachers to accomplish things that might seem beyond their grasp (Arnold
et al., 2007; Harvey et al., 2014; Waters et al., 2003). Data from the public high school
principal interviews indicated that having love and passion helped to create a school
environment that fosters high student achievement.
Table 20 and Figure 10 represent the common themes of how public high school
principals utilize the principle of love and passion, the percentage of participants who
contributed to each theme, and the frequency count of responses received. This table
identifies emerging themes on how public high school principals utilize the principle of
having love and passion in order to create an environment of high student achievement.
Five themes emerged from the data coding process for love and passion. These
themes were referenced 36 times and accounted for 11% of the coded data. Two of the
five themes yielded a response frequency rate of 100%. One of the five themes had a
frequency rate of 80%. Two of the five themes had a frequency rate of 40%. The

156

findings concluded that the principle of love and passion helped to create an environment
of high student achievement.
Table 20
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: Love and Passion
Number of
respondents

%
based on N

Frequency of
reference

Building relationships with people

5

100

10

Having an open door
Checking in with your staff
Understanding what motivates
people

5
2
4

100
40
80

10
4
7

Doing it for the kids

2

40

5

Theme/pattern

Note. The N for interview participants = 5.
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Building relationships Having an open door Checking in with your Understanding what Doing it for the kids
with people
staff
motivates people

Figure 10. Themes and frequencies for love and passion.
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Building relationships with people. One of the top themes that emerged in the
principle of love and passion was building relationships with people. All public high
school principals in the study identified this leadership behavior a crucial component of
love and passion helping to establish a culture of high student achievement.
Participant 2 stated, “So you have to mean what you say. You have to hold their
confidence; you have to be trustworthy in your interaction with them. Otherwise you
don’t have those relationships, they can fall and just totally fail quickly.” Leaders who
want to gain the confidence of their followers must make themselves vulnerable by being
open, reliable, kind, and honest (W. K. Hoy & Miskel, 2000).
Participant 4 shared a specific example of how they intentionally built
relationships with their team:
We are, I would say a family within a family. We do a lot of things together. We
do a lot of bonding activities. I like to do an admin retreat that is kind of fun
versus just, you know, building the paperwork file. We do all the paperwork stuff
in spring before the fall. So, there’s summer admin retreat every year. We took a
pasta and sauces cooking class together and went out to dinner and he just really
bonded with each other.
Having an open-door policy for staff. One of the themes that emerged as an
essential leadership strategy that public high school principals utilize that represents love
and passion for leaders was having an open-door policy for all staff. This theme was
referenced 10 times by five of the five (100%) participants.
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For example, Participant 4 stated,
We call ourselves a family and it’s the band for life sort of idea. We give our
teachers permission to find things to struggle and fail and we want them to be
honest about what they’re going through and where they could use the help to sort
of just the same thing that we try to model for our kids about owning what’s going
on.
Participant 3 expressed the importance of allowing staff members to express their needs:
It’s just the give and take of being a team. I always told them, “If you need to go,
go, we’ll cover it. You know, your family, your outside life is always more
important than what happens here. We’ll survive, we’ll figure it out. But you’ve
got to go take care of whatever it is, whether it’s a celebration or whether it’s
something that’s bad that’s happening.”
Similarly, Participant 5 shared, “I don’t ever want a teacher to feel uncomfortable.
Come in and tell me like, I’ve had teachers come in and like, I didn’t want to tell you that
I’m pregnant. I’m like, Oh, that’s awesome. Great!” There is a need for principals to
understand their staff, encourage them, and empower the individuals within the school
through establishing a positive rapport and using sound communication (Crum &
Sherman, 2008).
Participant 2 expressed the importance of being available for teachers:
I think to me it’s not just those like big personal things; it’s like being available to
them and being here when they need you. And sometimes it’s like a really small
thing, like a parent’s lost their mind or they have a question. But being
responsive to them and available to them I think is really important. And like
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sharing, showing that you genuinely like them, it goes a long way and I try really
hard to understand where they’re coming from.
Principals with strong relational transparency patterns of behavior develop deep, open,
and meaningful relationships with their staff members (Shurden & Shurden, 2013).
Checking in frequently with your staff. Another theme that emerged as an
essential leadership strategy that public high school principals utilized was the act of
checking-in with your staff. Just as leaders must shape environments that value students,
they must also create environments that lead teachers and other staff members to feel
valued and respected. Teachers need to feel supported by caring leaders (Johnson &
Uline, 2005). This theme was referenced four times by two of the five participants.
Participant 3 stated, “Connecting with people and asking them about how they’re
doing. You know, how are the kids or what’s going on in your life.” Employees desire
leaders who genuinely care and are committed to their well-being (Smith & Squires,
2016).
Participant 2 shared,
At a very basic level, our admin team, we meet once a week. We talk about what
we did, we check in, we talk about what we did this weekend. And similarly,
with the teaching staff, I have to make an effort and all the staff to the classified
staff as well. I have to make an effort to make sure that I’m engaging with them
because I can get really busy and I’m a little spazzy so I have to like stop and
make sure I’m checking in with them.
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It is important for school leaders to check on how people are doing, to care about them
personally as they do about them professionally and have a genuine love for an employee
as a whole being (Secretan, 1999).
Understanding what motivates people. Another emerging theme for love and
passion was understanding what motivated the people in their staff. This theme was
referenced seven times by four of the five public high school principals.
Participant 1 stated,
This business is all about people. There’s no escaping it. Yeah, there are days I
wish it were about machines and mechanisms because it would be a lot less
frustrating, a lot easier, a lot less challenging though to you have to know what
makes people tick. You have to know what drives them. You have to know that
the things they’re afraid of, you have to know about them. You know, just
different things have happened over the years. And I think back to them.
Participant 5 expressed the need to understand people in order to understand their
decision-making: “If you don’t know what drives people, it’s very hard to make good
decisions on their behalf or understand what they’re doing things.”
Similarly, Participant 2 stated,
I try really hard to understand where they’re coming from. And we do the, like
we just did the Keirsey temperament thing. We did the love language of
appreciation thing and the whole staff. I try to like understand and what
motivates them and I try to come at them from that place.
Nurturing staff and mobilizing technical, mental, and emotional capacities allow
principals to achieve important outcomes. According to Quong and Walker (2010),
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“Strategic leaders draw on their knowledge and position in the school to focus on what is
important, and they get things done personally and in collaboration with others” (p. 29).
Doing it for the kids. One of the themes that emerged as a leadership behavior
reflected on having love and passion for students was helping foster a culture of high
achievement. This theme was referenced five times by two of the five public high school
principals.
Participant 4 shared that demonstrating love and passion comes from participating
in student activities.
We do dress up days together where we’re all in the same outfit, you know, helps.
It’s a lot of silliness. I try to sort of set that tone with my vulnerability. I do
Dancing with the Stars. I frequently am on the broadcast videos rapping or acting
out a scene and being goofy with the kids.
Participant 5 described,
It’s to show love and passion to your kids, to your students. And it was then the
students will have the opportunity to show to the teachers who sometimes don’t
get a chance to feel it. And so, it was good.
Although some public high school principals face resistance in participating in
activities, they reframe it so that teachers show their love and passion for the student.
Participant 2 stated,
There are people I like a lot in there. People don’t like it, but I have always focus
on like, it’s really important to me what they do with kids. So, I try to focus
always on like, okay, “I don’t like what you’ve done. I don’t really particularly
like your approach on that, but I’m focused on getting you like right back to
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where you need to be, which is working with the kids.” You know, I think it’s all
the small things, but I think it has to come from a genuine place too.
Successful school leaders shared a tremendous passion and enthusiasm for the education
of children, harnessed to a strong ethic of care, a set of values about social justice and
equitable education for all students (Leithwood & Levin, 2005).
In conclusion, the principle of strong leadership for Research Question 2 yielded
five themes with a total of 46 frequencies. All of the themes had more than 40% or more
of respondents agreeing.
Focus on learning and academic rigor. The theoretical definition of focus on
learning and academic rigor as defined by the team of peer researchers is the ability of a
leader to establish a set of defined standards for increased student achievement supported
by professional development and aligned to site vision and goals (Bamburg & Andrews,
1991; Harvey et al., 2014). Data from the public high school principal interviews
indicated that having a focus on learning and academic rigor helps to create a school
environment that fosters high student achievement. Table 21 and Figure 11 represent the
themes and frequencies that emerged from an NVivo analysis of the interview transcripts.
Table 21 represents the common themes of how public high school principals utilized

the principle of focusing on academic rigor and learning, the percentage of participants
who contributed to each theme, and the frequency count of responses received. This
table assists in identifying emerging themes on how public high school principals utilize
the principle of having a focus on academic rigor and learning creates a school
environment that fosters high student achievement.
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Table 21
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: Focus on Learning

Theme/pattern

Number of
respondents

%
based on N

Frequency of
reference

Identifying multiple forms of success

2

40

5

Having open classroom cultures
Professional learning communities
focused on learning and rigor

3
3

60
60

5
5

Note. The N for interview participants = 5.

Focus on Learning and Academic Rigor
6
5
4
3
2
1
0
Identifying multiple forms of success Having open classroom cultures

Professional learning communities
focused on learning and rigor

Figure 11. Themes and frequencies for focus on learning.
Three themes emerged from the data coding process for a focus on academic rigor
and learning. These themes were referenced 15 times and can be attributed to 8% of the
coded data. Two of the three themes had a frequency rate of 60% based on the number of
responses. One of the themes had a frequency rate of 40% based on the number of
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responses. The data indicated that identifying different forms of success, having open
classrooms, and working in professional communities contributed to the principle of
focusing on academic rigor and learning, creating an environment of a high-achieving
school.
Identifying multiple forms of success for students. One of the themes that
emerged as a leadership behavior that public high school principals found important was
identifying multiple forms of success for students. This theme was referenced five times
by two of the five participants.
Participant 5 stated,
Our goal this year is to recognize or define and recognize multiple forms of
success. What are the things that the kids are doing beyond just the academics?
How are they, how are they doing in their social lives? How are they doing in the
arts? How are they doing in their hobbies? All these other things, you know, on a
day-to-day basis when a kid comes to school, it’s just a really cool kid. Do we
ever recognize that?
Participant 1 expressed,
I truly believe most kids want to achieve. I can’t think of too many kids who are
happy being considered below average or poor at anything. So, it comes down to
encouraging them. It comes down to providing the support they need.
Academic rigor is an essential characteristic of effective curriculum, instruction, and
assessment. When they are challenged, students learn to use the full range of their talents
and intellectual abilities to address authentic and complex academic tasks in professional
and real-life events (Matusevich et al., 2009).
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Building a culture of open classrooms. Another theme that emerged as a
leadership strategy that public high school principals utilized as a crucial component to
focusing on learning and rigor was building a culture of open classrooms. This theme
was referenced five times by three of the five public high school principals.
Participant 4 shared that building that culture begins with collaboration:
If English and history collaborate on an assignment, it raises the game and I say it
raises the level, we do instructional classroom walkthroughs for our teachers can
observe other teachers and get feedback on stuff. And one of the biggest things
that we do for our staff is to sort of help facilitate that, you know, cover their
classes or partner them up with another teacher where their classes are working
together and try to bridge those gaps. When you work in isolation, I think your
rigor goes down. I think there’s the point in which you don’t raise your game as a
teacher when you have no idea what’s going on. And it you started getting to the
point where you get very comfortable and you do some thinking.
Participant 2 shared another specific example of building this culture around
learning and rigor:
So, the rigor happens by shining a light on everything and increasing the
collaboration as much as possible. I think that sort of healthy anxiety of “my
neighbor’s going to see what I do and how I do it and we’re going to talk about it
that.” I think everyone raises their game. That’s something that when I came to
my school site, they did that sort of comparison and collaboration as functional
rounds was something that existed at my school before I came. And so that was
very healthy. I think it’s just for us, instead of an admin team that was critical of
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failure or critical of not meeting a high student success expectation, we became
proponents of progressiveness leap.
Having focused professional learning community discussions. Another theme
that emerged in the principle of focusing on learning and rigor was having focused
professional learning community (PLC) discussions. This theme was referenced five
times by three of the five public high school principals.
Participant 4 shared the healthy discussions that came from PLC time:
I think when more collaborating and there’s a sort of inherent competitiveness
that happens when I start to see what’s happening outside of my bubble, my
bubble doesn’t look as special as I thought it was. And that sort of comparison by
collaboration, it gives you new ideas that you fine-tune the things that you thought
were always right. Realize that there’s some, some opportunities for
improvement.
Participant 2 shared,
Everybody PLCs in ninth or 10th grade. So, I think that’s been a really important
thing that all of our teachers are a part of it. Like nobody in the English
department isn’t either in ninth or 10th grade. It’s an incredible amount of
collaboration, a similar experience for all of them, and it takes a lot of time and
work, but it’s also everybody super invested in that like core experience, which I
think is actually really, really helped us and doesn’t allow for people to just roll
out on their own island. Right? Everybody has to be part of it. So, everybody
knows what happened in either ninth or 10th grade.
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In conclusion, the principle of focus on learning and academic rigor for Research
Question 2 yielded three themes with a total of 33 frequencies. All of the themes had
more than 40% or more of respondents agreeing.
Embedded professional development. The theoretical definition of embedded
professional development as defined by the team of peer researchers is a leader’s
consistent and purposeful actions to ensure that professional development is ongoing and
aligned to increased student achievement and highly functioning professional
relationships (Harvey et al., 2014; Lynch et al., 2016). Data from the public high school
principal interviews indicated that having embedded professional development helped to
create a school environment that fosters high student achievement. Table 22 and Figure
12 represent the themes and frequencies that emerged from an NVivo analysis of the
interview transcripts.
Table 22
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: Embedded Professional Development
Number of
respondents

%
based on N

Frequency of
reference

Delivering meaningful professional
development
Using time to reflect and revisit site
progress

3

60

4

2

40

6

Using the practice of surveys

3

60

4

Theme/pattern

Note. The N for interview participants = 5.
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Embedded Professional Develoment
7
6
5
4
3
2
1
0
Delivering meaingful professional Using time to reflect and revisit site
development
progress

Using the practice of surveys

Figure 12. Themes and frequencies for embedded professional development.
Table 22 represents the common themes of how public high school principals
utilized the principle of embedded professional development, the percentage of
participants who contributed to each theme, and the frequency count of responses
received. This table identifies the emerging themes on how public high school principals
utilized the principle of having embedded professional development creates a school
environment that fosters high student achievement.
Three themes emerged from the data coding process for embedded professional
development. These themes were referenced 13 times by the public high school
principals and can be attributed to 6% of the coded data. Two of the three themes had a
frequency rate of 60% and one of the themes had a frequency rate of 40% based on the
number of respondents. The main overarching data indicated that meaningful
professional development and gaining insight from feedback were components of the
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principle of embedded professional development and how it relates to creating an
environment of high student achievement.
Ensuring that professional development is meaningful. One of the themes that
emerged as a leadership strategy that public high school principals utilized is ensuring
that professional development was meaningful. Principals play an essential role, as they
can either help or hinder professional development of staff members. Leaders enhance
professional growth of staff members by building a culture of collaboration and learning,
prompting workshops and conferences, and providing resources and in-service that
cultivate teacher innovation (Alig-Mielcarek, 2003). This theme was referenced four
times by three of the five participants.
Participant 4 expressed the importance of meaningful professional development:
The last thing I would like to see is sort of the one and done where you’re, you
know, you go to the conferences or you go to those PDs [professional
development] where you’re like, well, here’s 10 different things that you’re at us.
There’s the one thing that stuck and I may or may not use it. No, for me, that’s
more of a vacation than it is a conference. And so, what we want to do is we want
to see the things that are purposeful. It’s not just the new exciting technology that
we hope one out of 130 years. It’s okay, this is what we do, this is the tweak to
give them the radar and we’re gonna follow up with the practice.
Participant 2 shared how they were intentional with PLCs:
It’s not easy. You need to come up with a professional development that’s
important and meaningful for all of them. We’ve learned that. We’ve tried to
embed other things like we still do student shadowing where teachers can like
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they follow a kid all day to get there, like whole experience. With our new
teachers, we’ve done some instructional rounds, which we talk about expanding,
but we haven’t quite gotten there yet. So, they can go around and see other
teachers. You know, I feel fortunate because we have [people] who do things
really well. The best model we have found is like to train a group of teachers on
something.
Similarly, Participant 3 shared, “We’ve also tried really hard to make our staff
development time like flexible to meet their needs and we try to give them a lot of
department time to tweak it for what they need.” Effective leaders help professional
development by nurturing ongoing collaboration among teachers. Regular time was set
aside for teachers to come together, examine student work, and help each other identify
solutions that would lead to better student achievement (Johnson & Uline, 2005).
Using professional development time to reflect and revisit site progress. Another
theme that emerged in the professional development principle was using the time to
reflect and revisit site progress. The educational field continually evolves and changes as
research on learning and child development emerges. It is critical that educators continue
to learn and try to stay ahead of advances and issues in education (Alig-Mielcarek, 2003).
This theme was referenced six times by two of the five public high school principals.
Participant 4 stated,
I just feel like it’s almost an automatic thing that what we do in professional
development because it’s what we’re doing on a daily basis. It’s almost like
taking the things you already do rather than just scoop the new stuff and see what
sticks. That’s digging deeper on the things that we already do and improving
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them. And so that’s the majority of our focus. And then we kept constantly
revisit and the commentary, we constantly celebrate from those things, you know,
what’s working.
Participant 5 shared a specific example of revisiting test scores to build
professional development time:
Our SBAC scores are off the charts, yet our grades in our classes aren’t quite as
good. Our SAT scores are off the charts; our AP scores are off the charts. Why
are the grades so poor in some subjects, particularly in math? So, we started
talking about this and I started providing them with all kinds of data and we’re
talking about these things. And finally, the question came up, “Do we really
know what the standards are asking students and are we on that mark, or are we
asking for something more?”
Effective principals encourage continual professional learning and emphasize researchbased strategies to improve teaching and learning and initiate discussions about
instructional approaches, both in teams and individual teachers (Trimis, 2009).
Participant 1 shared,
So, PD we offered this year was based upon all those conversations for the last
2 years, looking at this, trying to figure out what will help. And we brought it in
an outside specialist who is working with the staff, the math staff to break down
all the mathematical claims, all the standards, look at not only what the standards
are asking, but also how best to assess them and assess them at the level that’s
expected for mastery. So, it’s sort of grounding ourselves again in what we’re
supposed to be doing. Because over time you can drift, but that’s generated by
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the data. When you see this data set, it might tell you X, this data set might tell
you why this data set tells you Z, but what you’re really going after is right in the
center of all three of them.
The principal should make time in the day for professional development and teacher
planning and ensure that teachers have the training they need to look at student
achievement data and design instruction based on that data (Trimis, 2009).
Using teacher surveys to drive professional development offerings. One of the
themes that emerged as a leadership strategy that public high school principals utilized
that represents embedded professional development was to use surveys to gauge teacher
needs. This theme was referenced four times by three of the five participants.
Participant 1 stated,
We do a lot of surveys and get a lot of input as to what teachers want from their
professional development. And we do a lot of post surveys as to what their
experience was with the professional development. And we’ll have them follow
up with what they use, what they took away, what they used, when they’re going
to use it. Would they invite other staff in to watch it while they use it?
Participant 5 shared that “some of it comes from teacher surveys. ‘Hey, what
would you like to know more about? How can we help? What things can we provide
you that would make instruction more effective or perhaps easier?’”
Similarly, Participant 3 stated,
We probably, maybe a little too much, as far as getting input, but the biggest thing
was the follow-up surveys and the follow-up documentation of how they used
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what they got in the PD. And we do that at the beginning of the year with
whatever we do in August.
In conclusion, the principle of embedded professional development for Research
Question 2 yielded three themes with a total of 23 frequencies. All of the themes had
more than 40% or more of respondents agreeing.
Academic achievement and assessment for the 21st century. The theoretical
definition of academic achievement and assessment for the 21st century as defined by the
team of peer researchers is value placed on assessment data driving educator’s decisionmaking and establishing a student’s development of 21st-century skills such as
communication, collaboration, and creativity (Harvey et al., 2014; McGuigan & Hoy,
2006). Data from the public high school principal interview indicated having assessment
and evaluation helped to create a school environment that fosters high achievement.
Table 23 and Figure 13 represent the themes and frequencies that emerged from an
NVivo analysis of the interview transcripts.
Table 23
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: Academic Achievement and Assessment for the 21st Century
Number of
respondents

%
based on N

Frequency of
reference

Analyze multiple data sources to
drive instruction and support vision

5

100

20

Analyzing surveys
Student achievement

4
3

80
60

5
5

Theme/pattern

Note. The N for interview participants = 5.

174

Academic Achievement and Assessment for the 21st
Century
25
20
15
10
5
0
Analyzing multiple sourcces to drive
instruction and support vision

Reviewing feedback

Student Performance

Figure 13. Themes and frequencies for academic achievement and assessment for the
21st century.
Table 23 represents the common themes of how public high school principals
utilize the principle of academic achievement and assessment for the 21st century, the
percentage of participants who contributed to each theme, and the frequency count of
responses received. This table assists in identifying emerging themes on how public high
school principals utilize the principle of academic achievement and assessment for the
21st century in creating a school environment of high student achievement.
Three themes emerged from the data coding process for academic achievement
and assessment for the 21st century. These themes were referenced 30 times and
accounted for 13% of the coded data. All of the themes had a frequency rate of 60% or
higher based on the number of respondents. The data indicated that analyzing multiple
forms of data and feedback contribute to the principle of academic achievement and
assessment for the 21st century in creating an environment of high student achievement.
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Analyzing multiple forms of data. One of the themes that emerged as a leadership
behavior that public high school principals utilize that exhibits the principle of academic
achievement and assessment for the 21st century is analyzing multiple forms of data.
Principals must use a range of assessment strategies to evaluate student performance and
differentiate instruction, including formative, portfolio based, curriculum embedded, and
summative (Arrington, 2014). This theme was referenced 20 times by five out of five
(100%) of the participants.
For example, Participant 1 stated,
We look at all of it. I mean, we look at everything from CAST scores, to
subgroup data, to reviewing grade distributions in departments every quarter. We
look at our ELPAC data and we look at tons of survey data. We have a school
climate survey; we look at the healthy kids survey. We look at a lot of subgroup
data. We look at AP scores. We actually look at ACT and SAT data, but we
don’t really care cause we’re not teaching to those tests. But we look at a lot of
different data to try to identify needs.
Participant 5 shared,
Sometimes it’s just looking at like all the data together to try to determine what it
means. It doesn’t always mean that we have to like jump and respond, but what I
typically tell them is like, “Listen, if we’re looking at test score data and you
thought you like made big improvement in whatever research and you didn’t, then
that’s a problem.” If we knew that we didn’t focus on it, then it’s not like at least
we should know what we should expect a little bit. But then in the last several
years it’s been harder because we have less; I’m not advocating for more
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assessment data, but we’re more CAASP testing. But it has been harder because
of the changes in the test. So, like you have nothing to compare it to. But we
compare you know, typically to schools and similar schools in the district and
like, “Look, we’re high here. We’re not high here. Why or why not is that?”
Data such as educational placements, retention rates, attendance, grades, and standardized
test scores reveal achievement patterns, equity issues, and the overall effectiveness of a
school (Stone & Dahir, 2007). Data are driving forces behind the decisions made by
effective principals.
Reviewing feedback from stakeholders. One of the themes that emerged as a
crucial leadership strategy that public high school principals utilize that represents
academic achievement and assessment for the 21st century is reviewing stakeholder
feedback from surveys.
Participant 1 stated,
This is just part of the overview I do with the staff at the beginning of the year.
And we track this data constantly. Data Hawk number one is me, but I also
spread some of that out to the counselors, to our admin team. And then as I’m
pulling things, I share it with the department chairs and ask them for feedback.
Are there other things they want to see? Are there things we’re missing? That
sort of thing. Then it goes out to the entire staff. After we’ve looked at in depth,
we send it out to the staff and then we talk about it at staff meetings. What does
this data tell us or their concerns or the things we need to work on.
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Similarly, Participant 4 stated,
We are doing the right things and that’s hard to tell from this SBAC test or, you
know, we don’t have all the best measures to justify the things that we’re doing.
So more of it comes in the qualitative of survey feedback and trying to understand
the questions that we’re asking. Being purposeful in that and being, not afraid to
grow as we go.
Looking at student performance in the classroom. Another theme that emerged
as an important leadership behavior in academic achievement and assessment was
looking at student performance in the classroom. Students are expected to develop a
complex skill set that prepares them for both the rigor of college and the demands of the
workplace (Arrington, 2014). This theme was referenced five times by three of the five
public high school principals.
Participant 3 stated,
What we’ve really been looking at the last 3, 4 years is the math data and
specifically Algebra 2. This is the 3rd year I’ve done it. Four years ago, I broke
down every single math class, A, B, C, Ds for both semesters. And then how
those kids did on the SBAC when they were juniors because I wanted to see was
how many of our AP kids are not meeting standards on SBAC because they’re
just blowing it off
Participant 1 stated,
We spend quite a bit of time on it. I like data, so then I’m pretty happy to like go
through it. Not everybody’s like as excited, but even in our grade distributions we
do that quarterly. And that’s taken us a little time to get departments in that
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practice of like having a pretty open conversation and it’s not necessarily about
achievement, but it is sometimes about like delivering similar experiences for
kids. And out of that as could become like really good discussions on grading
practices or assessment practices and things like that.
Instructional design must include the development of classrooms that promote selfdirected, self-motivated learning, collaboration, creativity, innovation, and a global
understanding of society with respect for the larger community (Arrington, 2014).
Participant 5 shared,
With our self-study, not a lot of that was “how do we know,” what we know?
How do we know that? We answered a lot of these kinds of questions about who
are our kids, what do they need, where are they at? How can we make them
better? And then how do we, you know, work that in?
In conclusion, the principle of academic achievement and assessment for the 21st
century for Research Question 2 yielded three themes with a total of 53 frequencies. All
of the themes had more than 60% or more of respondents agreeing.
The strength of teams. The theoretical definition of the strength of teams as
defined by the team of peer researchers is confidence that all team members are focused
on the same vision and goals, have collective self-efficacy, feel highly valued, and
celebrate high achievement together (Harvey et al., 2014; McGuigan & Hoy, 2006). Data
from the public high school principal interviews indicated that having the strength of
teams helps to create a school environment that fosters high student achievement. Table
24 and Figure 14 represent the themes and frequencies that emerged from an NVivo
analysis of the interview transcripts.
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Table 24
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: The Strength of Teams

Theme/pattern

Number of
respondents

%
based on N

Frequency of
reference

Empowering members of your team

3

60

5

Collaborating with your team
Allowing your team to try things

2
2

40
40

6
5

Note. The N for interview participants = 5.

Strength of Teams
6.2
6
5.8
5.6
5.4
5.2
5
4.8
4.6
4.4
Empowering your team

Collaborating with your team

Allowing your team to try things

Figure 14. Themes and frequencies for the strength of teams.
Table 24 illustrates the common themes of how public high school principals
utilize the principle of the strength of teams, the percentage of participants who
contributed to each theme, and the frequency count of responses received. This table
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identifies emerging themes on how public high school principals utilize the principle of
strength of teams in creating a school environment that fosters high student achievement.
Three themes emerged from the data coding process for strength of teams. These
themes were referenced 17 times and can be attributed to 9% of the coded data. One of
the themes had a frequency rate of 60% and two of the themes had a frequency rate of
40% based on the number of respondents. The data indicated that empowering and
collaborating with your team contributed to building up the principle of strength of teams
in creating an environment of high student achievement.
Empowering your team. One of the themes that emerged as a crucial leadership
behavior that public high school principals utilized when building strength of teams is
empowering members of their team to take on leadership. Schools with the highest
learning gains had principals who promoted a strong school climate by empowering and
coordinating the work of teachers and school staff around shared goals; they set up all
teachers and students to be successful (Allensworth et al., 2018). This theme was
referenced five times by three of the five participants.
Participant 1 shared a specific example of how he empowered his team:
We created an artificial intelligence CTE pathway here on the basis of a robotics
club that was here when I got here. And then I realized I had two brilliant people.
One of them had been working in the private sector dealing with artificial
intelligence. And then the conversations became more and more exciting.
Finally, I had to look at them and go, “What do you want to do? What do you
want the kids to have when they walk out of here?” That’s when it got exciting
and it just took off.
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Principals incorporate strengths of individuals through identifying particular talents of
members and then integrate their strengths to accomplish goals. They engage people to
contribute through inspiring them to work collectively to carry out a well-defined vision
(Hitt et al., 2018).
Another specific example that Participant 4 shared was similar:
So, two teachers that have a period where we meet together and they lead MTSS
activities and the staff look at them as leaders. Even though I’m the big
cheerleader and I’m the one that’s like really raising this MTSS flag, it’s when
they say, here’s the activity, I stand off to the side and wait to participate in the
activity. So, they lead it through and same thing. I try to prepare them as much
as possible. If there’s an issue, someone’s not doing anything, I’m like, “Hey, I’ll
see to that. I’ll talk to that person. You don’t have to put yourself in a position of
being a pseudo administrator and having someone give you a hard time and then
feel like that would ruin your relationship with them.”
Collaborating directly with your team. Another theme that emerged in building
the strength of teams was collaborating directly with your team. Principals support
teacher teams and maintain a collective focus on school goals. Allensworth et al. (2018)
stated, “They coordinate work within teams to facilitate collective efforts and make sure
that solutions are shared and applied schoolwide” (p. 3). Further, a learning community
is a process where teachers and staff work together to improve student learning results by
looking at outcomes and improving or changing practices as needed to maximize
performance (Trimis, 2009). This theme was referenced six times by two of the five
participants.
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For example, Participant 2 shared,
That collaboration, that buy-in comes from a sense of being able to make good
things happen. If you’re on a campus as an administrator and you just feel that
you’re gonna be told what to do and all you’re doing is stepping and fetching, it’s
not a lot of joy in that as tasks. If you have the ability to shape things and create
things and make improvement based upon your own ideas and the input of other
people, then it starts getting really exciting.
Principals cannot exercise instructional leadership in a vacuum; they need support from
teachers, students, parents, and the community (Allensworth et al., 2018).
Another specific example that Participant 1 shared was in working directly with
departments:
So, the English department, the 12th grade English team in particular, they’re not
moving. They’re not working, they’re not getting a lot done. So, I sent them an
e-mail. I say, “Hey guys, let’s get together and meet. I want to talk a little bit.
I’m getting a sense that you might be struggling a little bit and I’d like to know
how I can help.” And I brought them in and I think they thought they were going
to get chewed out, but it wasn’t that at all. The truth of the matter is they were all
incredibly capable. They’re good people. So, what you’re looking at is, “Okay,
what’s not working? How do we fix this? What can we do?” And they began to
voice some opinions and some ideas. And I also was able to resolve an issue
where they had a misconception about things they were supposed to be doing.
And because we had that conversation, they walked away. And the next thing I
know, they’re taken off.
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Allowing members of your team to trial things for the school. One of the themes
that emerged as an important leadership behavior for building strength in teams is to
allow members to try things. Principals emphasize the importance of joint effort and
intentionally work to raise team morale. Hitt et al. (2018) stated, “They express
confidence in the team’s ability to make change, facilitate the sharing of information, and
foster collaboration while modeling desired behavior through demonstrating desired
norms” (p. 71). This theme was referenced five times by two of the five participants.
For example, Participant 1 stated, “I model processes and I model behaviors and
then I put people in positions where they can actually practice those things. Some
principals will pull certain things away from their teams. Our guys, I put them in the
mix.”
Similarly, Participant 2 shared that they “offer opportunities and let people have
the creativity and the freedom to create their vision for what they want to do and then try
it.”
Participant 4 stated,
I try to put them in a position where they’re going to win, they’re going to be
successful but not take away their confidence or their authority. And that’s that
delicate balance. And there’s been plenty of times where I lead someone or a
group of people to water and just you, if the feel you can bring a horse to water,
you can make it spring and you can do everything in your power to put them in a
position of success, they’re going to choose to do that or they’re going to not
choose to do that.
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Strategic leaders work effectively with students, parents, other staff, schools, and school
leaders. They understand how their work interweaves with that of their colleagues to
create opportunities for innovative practice (Quong & Walker, 2010).
In conclusion, the principle of strength of teams for Research Question 2 yielded
three themes with a total of 36 frequencies. All of the themes had more than 40% or
more of respondents agreeing.
Collaboration and shared decision-making. The theoretical definition of
collaboration and shared decision-making as defined by the team of peer researchers
involves communication across the entire team of any information that collectively binds
a team to support increased student achievement and the establishment of a highfunctioning team (Forman et al., 2017; Harvey et al., 2014). Data from the public high
school principal interviews indicated that having collaboration and shared decisionmaking helped to create a school environment that fosters high student achievement.
Table 25 and Figure 15 represent the themes and frequencies that emerged from an
NVivo analysis of the interview transcripts.
Table 25
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: Collaboration and Shared Decision-Making
Number of
respondents

%
based on N

Frequency of
reference

Feedback from all stakeholders

5

100

15

Building relationships
Looking at possible opportunities

2
2

40
40

4
4

Theme/pattern

Note. The N for interview participants = 5.
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Figure 15. Themes and frequencies for collaboration and shared decision-making.
Table 25 depicts the common themes of how public high school principals utilize
the principle of collaboration and shared decision-making, the percentage of participants
who contributed to each theme, and the frequency count of responses received are
represented. This table identifies emerging themes on how public high school principals
utilize the principle of collaboration and shared decision-making created a school
environment that fosters high student achievement.
Three themes emerged from the data coding process for collaboration and shared
decision-making. These themes were referenced 21 times and can be attributed to 7% of
the coded data. One theme had a frequency rate of 100% based on the number of
respondents, and the other two themes had a frequency rate of 40% based on the number
of respondents. The data indicated that gaining feedback from all stakeholders and

186

building opportunities for the school contributed to the principle of collaboration and
shared decision-making in creating a school environment that fosters high achievement.
Gaining feedback from all stakeholders. One of the themes that emerged as a
crucial component of collaboration and shared decision-making was getting feedback
from all stakeholders. One of the best ways for principals to facilitate a positive school
culture is through providing opportunities for others in the decision-making process
(Leithwood & Louis, 2012). This theme was referenced 15 times by all five of the five
(100%) of the public high school principals.
Participant 3 reflected on his style of leadership in fostering collaboration:
I think it goes back to style, letting them know that they can come say whatever to
me and I’m going to be fine with it even if I don’t agree with them that school.
And then making sure that key groups are representative when making decisions.
And it depends on what the decision is. If it involves you, I want the group, I
want somebody from the group that’s gonna be impacted by the decision there.
So, whatever the decision may be, I want them to have a voice.
Principals understand that teachers and staff need to have collective ownership of the
school vision and goals because the work is difficult to achieve individually (Allensworth
et al., 2018).
Participant 1 stated,
Offering opportunities to be involved constantly. “Hey, would you be willing to
be on this committee? Hey, would you give us some input on this?” Taking their
survey data and using that to drive the next questions in the next steps. You
know, I’ve talked to our family groups here. What I tell them is being principal’s
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a little bit like being a pilot of big plane and without instruments, that plane’s
going to crash. And I told them, “You’re more than instruments, but the input
that you give us is kind of like the feedback a pilot gets from that instrumentation.
You help us to fly. You help us make sure that this is going to be a good
journey.” And I told them how much we need them. And then like I said, we
offer opportunities for things they can do, whether it’s even being out in the
parking lot in the morning or the best on helping us direct traffic. It’s all
important.
Successful school principals manage shared leadership by guiding, coordinating, and
monitoring the work of teachers and leaders in the school; they do not simply distribute
leadership responsibilities to different staff members (Allensworth et al., 2018).
Participant 3 shared a specific example about shared decision-making on shifting
a schoolwide focus:
We are transitioned to NGSS. We did these big district-wide, like parents,
teachers, administrators from all the schools talk, you know, talk about our
interests. The district uses interest-based decision-making. So, like what are the
interests of the kids, the parents, the staff what are the common interests? What
are solutions that could get to those mutual interests. So, we have a lot of focus
on mutual interests.
Principals serve as bridges across the school and regularly monitor the progress of
school efforts, keeping the staff focused on school goals and helping them determine the
effectiveness of their strategies (Allensworth et al., 2018).
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Building relationships. Another theme that emerged was the leadership skill of
building relationships in order to successfully collaborate and practice shared decisionmaking. Decisions require extensive consultation with various stakeholders. Hallinger
(1992) stated, “Decision-making at the school level is not a discretionary or private
activity for the principal” (p. 43). This theme was referenced four times by two of the
five participants.
Participant 3 shared how being intentional about building relationships was vital
to collaboration:
I think just building relationships like in my PTSA, a lot of my families know that
they can just walk in my office at any time and if my is open, they’ll just walk in
and building that relationship and trust allows them to share things and other
times I’ll say, “No, I haven’t, can’t do that because of this or whatever.” But then
there’s other times like, “Yeah, that’s a good idea.”
Collaboration is a by-product of effective relationship building and therefore a crucial
part of the process (Maulding et al., 2012).
Participant 4 shared a different strategy on how he built relationships with his
PTA. “We do a couple of things. So, I do a coffee with the principal. I do PTSA and
foundation. Those are still my regular before school, afterschool meetings where we
bring things up.”
In regard to collaboration and shared decision-making with other staff and
stakeholders, Participant 4 stated,
I tried to get ahead of those things and just like building relationships with my
staff, I’d try to be very visible in the community. (Name of School District) has a
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K-12 school district and then (Name of High School) is part of the (Name of
School District). So, we’re disconnected in that sense. So, I try to go to a lot of
the (Name of School District) functions, and I’m well known by their board and
their cabinet and principals and some of my best friends are principals in the
(Name of School District). And so, I maintain sort of an artificial vertical
alignment with district. And I attend the elementary and the middle school PTA
meetings even on essentially like no obligation for me.
Principals who seek input and advice from diverse sources of information and then
rationally sort the data reflecting the established goals, rather than personal learnings,
garners trust from stakeholders (Shurden & Shurden, 2013),
Looking at possibilities for the school. Another theme that emerged in
collaboration and shared decision-making was looking at possibilities for the school.
This theme was referenced four times by two of the five participants.
In collaborating with the community, Participant 3 shared how a need became an
opportunity for the school:
I guess another thing that we added was lacrosse because our community wanted
it. We were hearing when I was talking to the family members and we had to call
all the people that were transferring out and find out why and I got a lot of impact
or input that it was lacrosse. And so, we added lacrosse and now our lacrosse
programs have over 40 kids each and for men’s and women’s. So, it’s just always
having those conversations and talking, I guess.
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In conclusion, the principle of collaboration and shared decision-making for
Research Question 2 yielded three themes with a total of 26 frequencies. All of the
themes had more than 40% or more of respondents agreeing.
Communication. The theoretical definition of communication as defined by the
team of peer researchers is the message sent through various means such as written and
spoken language and body language, behavior, and actions (Arnold et al., 2007; Harvey
et al., 2014). Data from the public high school principal interviews indicated that
communication helped to foster an environment of high student achievement. Table 26
and Figure 16 represent the themes and frequencies that emerged from an NVivo analysis
of the interview transcripts.
Table 26
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: Communication
Number of
respondents

%
based on N

Frequency of
reference

Constant communication with
stakeholders

3

60

5

Using multiple approaches to
communicate

2

40

5

Addressing misperceptions
Being open and honest

3
2

60
40

7
5

Theme/pattern

Note. The N for interview participants = 5.
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Figure 16. Themes and frequencies for communication.
Table 26 illustrates the common themes of how public high school principals who
utilized the principle of communication, the percentage of participants who contributed to
each theme, and the frequency count of responses received. This table identifies
emerging themes on how public high school principals utilized the principle of
communication in creating a school environment that fosters high student achievement.
Four themes emerged from the data coding process. These themes were
referenced 22 times and can be attributed to 10% of the coded data. Two of the themes
had a frequency rate of 60% based on the number of respondents; the other two themes
had a frequency rate of 40% based on the number of respondents. The data indicated that
the principle of communication helped to create an environment of high student
achievement.
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Constant communication with stakeholders. One of the themes that emerged as
an important leadership strategy that public high school principals utilized while
communicating was providing constant and consistent communication for all
stakeholders. This communication entails information about agendas, accomplishments,
and constraints. Principals need to update people affected by decisions or events and
think critically about what information groups of people need, and work to ensure that
those people have the benefit of that insight (Hitt et al., 2018). This theme was
referenced five times by three of the five participants.
Participant 3 stated,
I learned to communicate more frequently, even if I didn’t think it was a big deal.
And right now, with construction, that’s a big deal. That was one of my
weaknesses. Like, “Oh, okay, you’re going to shut the water off from 3 to 4. All
right, well that’s not gonna impact anybody. No one’s here. Okay, I gotta send it
out or this, that or the other.” Even if it seems little just, you know, make sure the
staff is informed and they’re aware ahead of time because I wasn’t good at that at
first.
Participant 2 shared a specific example of constant communication about
something they were passionate about delivering:
I have to get my message out to them then. And I have to be really clear on what
my message is. And I have to be really consistent about saying it 8 million times.
Like I been talking about sleep with these people now for 2 years and every single
time I’m in front of parents, I’m talking about sleep. Every time I’m in front of
the staff, I’m talking about like your kids do not emotionally regulate, they’re

193

worse when they don’t sleep. Teachers, you do not emotionally regulate, you’re
worse and you don’t say that I don’t emotionally regulate like I don’t sleep.
Participant 5 stated, “What do I really want people to know and taking every
opportunity. And I think over the years I’ve realized how important it is for consistency
in that messaging.”
Using multiple approaches of communication. Another theme that emerged with
the principle of communication was using multiple approaches to reach an audience.
This theme was referenced five times by two of the five participants.
Participant 1 shared a specific example of how he modified his communication
approach to reach a different audience:
I wanted more of our ELL parents and want to see more people. We need the
input; we need their involvement. And I think it’ll help all around. He goes, “I
got an idea.” I said, “What do you want to do?” He goes, “Just bear with me.”
The next thing I know we’re having a Posada at night right before Christmas.
And I’m not kidding, we had 60 parents there, 60 different families and
everybody’s bringing food and they’re rolling in. And I had to get up there and I
had a translator.
Participant 5 shared that his communication went from just staff to all
stakeholders:
My weekly newsletter, I just used to send to staff. I’ve sent to Cabinet. I’ve sent
it to parents and students for probably 5 years now. It helps them feel like they
know more what’s going on from the inside, particularly the parents, you know.
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So that’s been helpful. I think generally anything I can do that helps you, we
informed break down to us versus them kind of barriers we had out.
Participant 2 shared examples of how they used different events for different
purposes:
In trying to change the culture of a community and trying to help them understand
some of their misperceptions about college and trying to create balance for their
kids. I recognize how important it is to like figure out different ways to
communicate and communicating with families where they are is really hard.
They’ll come to Back to School Night. They’re not gonna come out to my vaping
workshop. They don’t come. Or my mental wellness, my mental health
workshop, they don’t come. Unless I like tagging that, like there might be a
college secret that’s going to be unveiled or something. So, I have to figure out,
how to like push information to them or get information in where I am someplace
where they’re already here.
When goals and objectives are made public, it facilitates the work of the school in
ensuring students are meeting the academic goals and objectives and everyone in the
system is supporting that effort (Trimis, 2009).
Getting ahead of and addressing misperceptions. One of the themes that
emerged from the principle of communication was getting ahead of and addressing
misperceptions. Principals and school leaders must engage teachers and other
stakeholders in intense dialogue to gain understanding. According to Chappelear and
Price (2012), “Only when leaders have proper understanding can they ask questions that
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lead to the best possible solutions” (p. 14). This theme was referenced seven times by
three of the five participants.
Participant 2 expressed the importance of addressing misperceptions was crucial:
It’s those types of things just to make sure people, if something funky happens,
something weird happens. Just communicating what’s going on so people don’t
freak because if you leave them to their own devices, they come up with all kinds
of narratives that probably aren’t right.
Participant 4 shared his approach to preventing misperceptions:
I think that my job is as a communicator, if something going on and I don’t know
about it, I got to go find out more about it. If someone brings me an issue, I gotta
investigate it. If there’s a process that’s happening and people want to better
understand it, I gotta do my research and bring it back. I gotta seek things out and
I also have to be open for things.
Another example of communicating in order to address a misperception was
making sure that a message was clear. Participant 2 stated,
I find that when they don’t really get what you’re saying, they don’t really totally
buy in or understand, that’s where your message gets a little bastardized, or it gets
a little spun or it’s not quite right. That’s where there’s misunderstanding and
mis-messaging.
Being open and honest. Another theme that emerged from the principle of
communication was being open and honest with people. It is critical to have an open line
of communication so that teachers feel supported and that their voice is heard. Effective
principals make effective communication a priority and ensure that teachers are
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comfortable in having communication at the forefront (Smith & Squires, 2016). This
theme was referenced five times by two of the five participants.
Participant 3 shared how he developed communication as a new leader to the site
in the midst of a tough situation:
I came in and they don’t know me. They hated the district in general. The staff
didn’t trust administration, didn’t trust the district. And I’m new and I’m trying to
build that trust. They thought I was part of it and I was trying to go behind their
backs and, and all of that. And I was like, “Oh wow. Okay.” And then so I
thought, I’ve got to communicate this out and I’ve got to be thorough. And this is
my first challenge of how the staff is going to turn on me quickly because they’re
not going to trust me.
Participant 4 shared,
In my day-to-day I’m pretty like open about things we need to work on. But I
also am super proud of a lot of things that are happening here. I talk about that a
lot with parents. And with teachers, you have a lot of talk about like how we can
do things better. I mean I have a staff that’s really interested in continuous
improvement.
In conclusion, the principle of strong leadership for Research Question 2 yielded
four themes with a total of 41 frequencies. All of the themes had more than 40% or more
of respondents agreeing.
Flexibility and resilience. The theoretical definition of flexibility and resilience
as defined by the team of peer researchers is that flexibility and resilience are displayed
through a leader’s ability to adapt leadership behavior to support growth in an
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organization while overcoming adversity and remaining focused on an organization’s
goals and needs (Harvey et al., 2014; A. W. Hoy & Hoy, 2006; Marzano et al., 2005).
Data from the public high school principal interviews indicated that flexibility and
resilience help to create an environment of high student achievement. Table 27 and
Figure 17 represent the themes and frequencies that emerged from an NVivo analysis of
the interview transcripts.
Table 27
Themes and Patterns Resulting From an Analysis of the Interviews Related to Research
Question 2: Flexibility and Resilience
Number of
respondents

%
based on N

Frequency of
reference

The ability to reevaluate a situation

2

60

4

Staying in there with your team
Having open forums to discuss
issues

3
3

60
60

7
5

Theme/pattern

Note. The N for interview participants = 5.
Table 27 illustrates the common themes of how public high school principals
utilize the principle of flexibility and resilience, the percentage of participants who
contributed to each theme, and the frequency count of responses received. This table
identifies the emerging themes on how public high school principals utilize the principle
of flexibility and resilience in creating a school environment that fosters high student
achievement.
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Figure 17. Themes and frequencies for flexibility and resilience.
Three themes emerged from the data coding process for flexibility and resilience.
These themes were referenced 16 times and can be attributed to 6% of the coded data.
All of the themes had a frequency rate of 60% based on participant response. The data
indicated that being able to reevaluate a situation and staying in there with your team
contributed to the principle of flexibility and resilience and creating an environment of
high student achievement.
The ability to reevaluate a situation and approach it differently. One of the
themes that emerged as an essential leadership strategy that public high school principals
utilized was the ability to reassess a situation. This theme was referenced four times by
two of the five participants.
Participant 1 shared a specific example of when he had to reassess his approach to
an initiative:
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I wanted to get a dual enrollment pathway, fully articulated dual enrollment
pathway on this campus ready for next year where it would start with a ninthgrade class. You know, we’re working its way through over time. By the time
they walk out here, they’ll graduate with an AA. It’s going to happen. I wanted it
for next year. It’s not going to happen next year. And at first, I was infuriated.
It’s like, “What the hell is the holdup?” And I had to be told that “all right, well
look, there’s a lot of outside stuff with the college and all the rest started to
rethink that. Pull back.” All right, we’ll take our time creating it. That’s fine.
Measure twice. Cut once.
Effective principals know their organizational landscape enough to avoid drowning in the
issues and move through barriers. They find productive and strategic ways to employ
potential barriers in creating a sense of urgency for their improvements and learning they
hoped to inspire (Johnson & Uline, 2005).
Participant 5 stated,
Usually what I find is when I have to take a different approach, you’re going to
sacrifice the battle to win the war. Sometimes you have to adapt for the people
around you. Sometimes you have to go slower. But you got to keep the main
thing, the goal is to get the win for kids. So sometimes you have to stop, take a
deep breath, and rethink.
Principals who demonstrate flexibility and resilience anticipate perceptions and think
ahead about the likely reaction of audiences and take thoughtful action by presenting
data, making arguments, and highlighting alternative ideas with the intent to change
people’s opinions or perceptions (Hitt et al., 2018).
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Similarly, Participant 1 stated,
On any given day, there probably at least a hundred ways you can make a misstep
as an administrator. And all you can do is do your best and don’t, don’t react in a
knee jerk fashion. Take your time and think.
Staying in there with your team. One of the themes that emerged from the
principle of flexibility and resilience was staying in there with your team. According to
MacNeil et al. (2009),
When a principal is able to develop and support structures within the school that
allow the organization to tolerate stress and maintain stability while effectively
coping with the demands of the environment, they have effectively improved the
school’s ability to adapt. (p. 82)
This theme was referenced seven times by three of the five participants.
For example, Participant 1 stated, “You stay in there with them. You let them
know they’re not by themselves and you support. We made the right choice. Now we
stick it out. It was not fun.”
Participant 2 shared about rolling out a tough district initiative:
I think what’s hard is like there are moments where like all stand behind my
teachers and my departments, even if it’s rough. But I have a boss. I mean I have
a district office, a board and superintendent and a group. So that is hard for me
that that is a conflict I think for the staff because I have a responsibility to both
groups. So, I have to figure out how to do that. And usually if I can make sense
of it, like it’s an initiative I don’t really see the like value in maybe or I don’t see
the connect with, I’ll make that connection. And then when I speak of it publicly
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I will. But you know, like all I had for the most part, like I’m pretty much going
to stand behind my staff almost always.
Participant 2 shared another example of rolling out difficult district initiatives:
When I talked to the staff about it, I’m not going to act like it’s not disruptive
because it is disruptive. But I also have to like keep focusing on the positive part
of it. So, I try to like balance the like I am real and I’m not like just putting you
on, but I also like we have to remain positive, otherwise people won’t keep going.
And to maintain the intensity and the level that is needed to like continuously to
be good at what you’re doing and to continuously improve is exhausting. And
trying to get people to like “keep going, no, we’re going to lay off a little bit. No,
keep going. This is where I need to push.” This is where I have my opportunity
to like get you to do what I want you to do. Or like my vision for whatever. Like
it’s opportunity, right?
Having open forums to discuss issues. Another emerging theme in the principle
of flexibility and resilience is discussing issues openly in forums. Principals manage
tensions and dilemmas in order to maintain moral purpose. They are able to manage
ambiguities and conflicts in ways that enhance individual and school improvement (Day,
2007). This theme was referenced five times by three of the five participants.
For example, Participant 4 stated,
Beyond that, whether it’s something that has to go through their classroom,
curriculum wise or any type of no implementation from the district, it’s not just,
okay, we have to do this, but let’s talk about it. How can we modify it a little if
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you don’t like the way it is right here, and then still get the expected outcome that
they’re wanting or whatever. So, it’s just all about communication still.
Participant 2 provided another example in explaining the reason behind decisions
in an open forum during a staff meeting:
So that was not the decision I would have made. And I think undermine it. Like
what I would do, but I don’t have that. I don’t get to just be like, well my staff
knows that this was not my decision. Cause otherwise, I mean basically like
undercut what my science department have been telling kids and what they were
doing for the past several years. So, I have to go to them and be honest and
sincere with them. Like not my decision. This is what we’re doing. Like this
was not my choice. Cause the alternative is, yeah, I know you guys have been
working hard on this, but I don’t believe enough in you to like stand by this and
this time of turmoil.
Resilience is the ability to bounce back from adversity by doing something to change the
situation and by managing situations with appropriate skills, behaviors, and qualities.
Resilient school principals should be able to thrive under demanding and difficult
situations and maintain good and productive human relations at the same time (Isaacs,
2012).
In conclusion, the principle of strong leadership for Research Question 2 yielded
three themes with a total of 24 frequencies. All of the themes had more than 60% or
more of respondents agreeing.
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Summary
This chapter focused on the data and key findings relating to the two research
questions used in this study and on how public high school principals of high-achieving
schools ranked in degree of importance the 12-step principles and the strategies
implemented to create a culture of high achievement proposed by Harvey et al. (2014) of
strong leadership, culture of high achievement, vision and values, high expectations, love
and passion, a focus on learning and academic rigor, embedded professional
development, academic achievement and assessment for the 21st century, the strength of
teams, collaboration and shared decision-making, communication, and flexibility and
resilience. Principals also noted that all 12 principles of leadership were important in
fostering a high-achieving school environment.
Five of the leadership principles proposed by Harvey et al. (2014) were perceived
by public high school principals as being crucial components to creating a high-achieving
school environment. All five of these leadership principles were perceived at a higher
degree of importance by principals as demonstrated by each response from all five
principals being rated in the strongly agree and agree category for each individual
question. Table 28 represents principals’ perceived degree of importance on each of the
top five leadership principles with the rating of strongly agree and agree only. The
leadership principles of flexibility and resilience, strong leadership, vision and values,
high expectations, and communication support the creation of high-achieving school
environments. Public high school principals agreed that flexibility and resilience is the
most important leadership principle used by school leaders to create a high-achieving
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school environment with 100% of principals perceiving 100% of the questions in the
strongly agree category.
Table 28
Most Important Principles Perceived by Leaders as Only Strong Agree or Agree
Response
Principles of leadership
(total # of questions answered
under principle)

n

%

Strongly agree
n
%

Flexibility and resilience (15)

0

0%

15

100%

6.00

Strong leadership (29)
Vision and values (20)
High expectations* (20)
Communication (15)

7
6
6
5

22%
30%
24%
33%

24
14
14
10

77%
70%
56%
67%

5.77
5.70
5.73*
5.60

Agree

M

Note. Degree of importance by number, % of responses, plus mean; * Adjusted mean
after removing Question #19
Summary of Key Findings for Research Question 1
The principles related to the five domains perceived to be the most critical by
leaders are as follows: flexibility and resilience, strong leadership, vision and values, high
expectations, and communication. The following behaviors had 100% of the principals
reporting they strongly agreed or agreed these leadership behaviors, with over 80%
reporting strongly agree, are critical to creating a high-achieving school environment.
Under flexibility and resilience, leaders perceived the following behaviors to all be of
equal value (100% strongly agree) “behave resiliently,” “practice adaptability,” and
“practice persistence” and to be the most important behaviors leaders engage in to
support a high-achieving school environment. Under the principle of strong leadership,

205

principals perceived the following behaviors to all be of equal value (77% strongly agree,
22% agree) “develop and adhere to goals that focus on student achievement,” “using
collaboration,” “encouraging the good ideas of others,” and “manage the relationship of
the institution” and to be important behaviors leaders engage in to support a highachieving school environment. Under the principle of vision and values, principals
perceived the following behaviors to all be of equal value (70% strongly agree, 30%
agree) “have high achievement as a goal,” “establish common team values,” and “do
strategic planning” and to be the most important behaviors leaders engage in to support a
high-achieving school environment. Under the principle of high expectations, principals
perceived the following behaviors to all be of equal value (56% strongly agree, 24%
agree). Under the principle of communication, principals perceived the following
behaviors to all be of equal value (67% strongly agree, 33% agree) “use all avenues of
communication,” “communicate that high achievement is for all,” and “use two-way
communication” and to be the most important behaviors leaders engage in to support a
high-achieving school environment.
Summary of Key Findings for Research Question 2
In the scripted interviews, all five principals of high-achieving high schools
discussed the relationship between all 12 principles of leadership proposed by Harvey et
al. (2014) of strong leadership, culture of high achievement, vision and values, high
expectations, love and passion, focus on learning, embedded professional development,
assessment and evaluation, the strength of teams, collaboration and shared decisionmaking, communication, and flexibility and resilience that were important in guiding a
site leader’s strategies that create a high-achieving school environment. The researcher
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found that codes related to the following principles were reported by leaders at the
highest percentage: academic achievement and assessment (13%), love and passion
(11%), communication (10%), and high expectations (9%).
The researcher found that codes related to academic achievement and assessment
for the 21st century were described more than the codes in other principles across all
interviews and were rated with a frequency 53 frequencies. Frequency rates in the
individual themes for academic achievement and assessment for the 21st century are as
follows: 20 codes in “analyzing multiple forms of data,” five codes in “analyzing
surveys,” and five codes in “student achievement in the classroom.” The codes for the
principle of love and passion were described with a total frequency of 46. The individual
themes for love and passion are as follows: 10 codes in “building relationships with
people,” 10 codes in “having an open-door,” four codes in “checking in with your staff,”
seven codes in “understanding what motivates people,” and five codes in “doing it for the
kids.” The codes for the principle of communication were described with a total
frequency of 41. The individual themes for communication are as follows: five codes in
“constant communication with stakeholders,” five codes in “using multiple approaches to
communication,” seven codes in “addressing misperceptions,” and five codes in “being
open and honest.” Finally, the codes for the principle of high expectations were
described with a total of 38 frequencies. Individual themes for the principle of high
expectations are as follows: a frequency of four codes in “setting high expectations for
teachers,” six codes in “encouraging your team,” and six codes in “looking at other
schools.”
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Chapter V contains more detailed discussions of these findings including
unexpected findings, conclusions, implications for actions, recommendations for further
research, and a reflection.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
Chapter V of this study reviews the research study design, including the purpose,
research questions, population, and sample. In addition, Chapter V discusses the major
findings and the unexpected findings of this study. It also includes the conclusions,
implications for action, and recommendations for future research. Chapter V concludes
with reflections and concluding remarks from the researcher.
Purpose Statement
The purpose of this explanatory mixed-methods study was to determine the
degree of importance for the 12-step principles proposed by Harvey et al. (2014) to create
a K-12 school environment that fosters high student achievement as perceived by public
high school principals. A secondary purpose was to explore and describe the leadership
strategies for implementing the 12-step principles proposed by Harvey et al. to create a
K-12 school environment that fosters high student achievement as perceived by public
high school principals.
Research Questions
1. What is the degree of importance for the 12-step principles proposed by Harvey et al.
(2014) to create a K-12 school environment that fosters high student achievement as
perceived by public high school principals?
2. What are the leadership strategies for implementing the 12-step principles proposed by
Harvey et al. (2014) to create a K-12 school environment that fosters high student
achievement as perceived by public high school principals?
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Methodology
The methodology used for this study was an explanatory mixed-methods research
design to investigate how public high school principals can create a high-achieving
school environment. McMillan and Schumacher (2010) suggested that using a mixedmethods research design allows “enhanced credibility of findings over a single method,
more comprehensive data collection, compensation for the limitations of a single research
design, and it allows for investigation of more complex research questions” (p. 397).
This research method was chosen to provide a thorough examination of the research
questions by employing the strengths of both qualitative and quantitative designs.
The researcher collected quantitative survey data and qualitative interview data
from five public high school principals of high-achieving public high schools in Orange
County. Qualitative data were collected via an electronic survey on SurveyMonkey in a
61-question survey to determine the degree of importance of each of the 12-step
principles proposed by Harvey et al. (2014) to create a high-achieving K-12 school
environment that fosters high student achievement as perceived by public high school
principals. The researcher used the same five participants to conduct in-depth interviews
in order to explore and describe the leadership strategies for implementing the 12-step
principles proposed by Harvey et al. to create a K-12 school environment that fosters
high student achievement as perceived by public high school principals. All interviews
were conducted face-to-face and audio recorded with the principal’s consent in order to
capture and transcribe the interviews using the Temi software. After transcription, the
data were uploaded to NVivo in order to code the data and determine themes. All
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quantitative and qualitative data were stored securely by the researcher during the
duration of the study.
Population
According to McMillan and Schumacher (2010), a population is a total group of
individuals, objects, or events to which results can be generalized. This group shares
characteristics and criteria that distinguish them from other groups desired by the
researcher (Creswell, 2005). According to the California Department of Education
([CDE], n.d.), there are 87 high school districts and 330 unified school districts in
California, with a total of 1,339 high school principals. High school principals manage
and lead schools made up of students from Grades 9-12. Since this population needed to
be reduced, the researcher’s population for this study was narrowed down to high school
principals in large school districts in Southern California. A sampling frame was created
to further funnel the population and sample. A sampling frame for a study is a group of
individuals selected with some specific criteria to gather results for the purposes of
research at hand (McMillan & Schumacher, 2010). In Orange County, there are 15
school districts with public high schools, and there are 65 public high schools (CDE,
n.d.). This county was selected because of its proximity to the researcher. Therefore, the
sampling frame was further narrowed down to principals from 11 school districts with
high schools in Orange County that met the high-achieving criteria in mathematics and
English language arts according to California Dashboard data reporting.
Sample
A sampling frame for a study is a group of individuals selected with some specific
criterion to gather results for the purposes of research at hand (McMillan & Schumacher,
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2010). McMillan and Schumacher (2010) stated, “The sampling frame or target
population is often different from the list of elements from which the sample is selected”
(p. 129). There are 1,339 public high schools in California, which would be an
unrealistic population to cover in this study (CDE, n.d.). In Orange County, there are 15
school districts with high schools, and there are 65 high schools (CDE, n.d.). Therefore,
the sampling frame was further narrowed to high-achieving secondary schools in Orange
County identified by the CA Dashboard. The sampling frame was again narrowed down
to principals from 11 school districts with high schools in Orange County that met the
high-achieving criteria in mathematics and English language arts. This county was
selected because of its proximity to the researcher.
A smaller sample was selected from the sampling frame. A sample is the group of
participants from whom the data are collected (McMillan & Schumacher, 2010). The
sample is a representation of a larger population and is selected to meet specific
characteristics allowing the researcher to generalize the results to a larger population.
The researcher utilized nonprobability purposeful sampling for the study. Nonprobability
purposeful sampling was employed for this research, which involved selecting subjects
who represent certain characteristics or who are accessible (Patten, 2014). Purposive
sampling occurs when researchers select individuals who they believe will be good
sources of information (Patten, 2014). Purposeful sampling allowed the researcher to
focus on the characteristics of high school principals from high-achieving schools.
The sample chosen for this study included five high school leaders in Orange
County leading high-achieving schools as defined as meeting or exceeding standard
scoring in the green or blue achievement markers on the California School Dashboard.
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The sample for this study began with the sampling frame of high-achieving public high
school principals from Orange County in high-achieving schools. The researcher then
used purposeful and convenience sampling to identify participants. The five sample
participants selected for this study met four of the six criteria:
• The principal was employed at a high school within Orange County with a minimum
of 75 staff members;
• The principal has a minimum of 3 years of experience at his or her current site;
• The principal has a minimum of 5 years in the profession;
• The principal has a membership in professional associations in his or her field;
• The principal has articles, papers, or materials written, published, or presented at
conferences or association meetings;
• The principal was willing to be a participant and agreed to the informed consent form.
Qualitative samples typically range from one to 40 or more subject participants
according to qualitative sample size guidelines (McMillan & Schumacher, 2010).
McMillan and Schumacher (2010) added, “The logic of the sample size relates to the
purpose of the study” (p. 137). Further, Creswell (2005) recommended a minimum
sample size between three to five for mixed-methods research when the focus of the
research is on analyzing data. Therefore, the researcher selected five principals to
participate in the study from five different school districts in Orange County. The
importance of this sample size was in the depth and breadth of knowledge obtained rather
than the total number of participants in the research (McMillan & Schumacher, 2010).
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Major Findings
The purpose of this explanatory mixed-methods study was two-fold: to determine
the degree of importance for the 12-step principles proposed by Harvey et al. (2014) to
create a K-12 school environment that fosters high student achievement as perceived by
public high school principals and to explore and describe the leadership strategies for
implementing the same 12-step principles as proposed by Harvey et al. A summary of
the major findings is presented for each of the two research questions.
Research Question 1
What is the degree of importance for the 12-step principles proposed by Harvey et
al. (2014) to create a K-12 school environment that fosters high student achievement as
perceived by public high school principals?
In answering this question, quantitative data were collected from five public high
school principals of high-achieving schools through the online Leading for Excellence
survey that measured the degree of importance of the 12 leadership principles as
proposed by Harvey et al. (2014) for creating a high-achieving school environment. The
survey focused on the degree of importance the high-achieving high school principal
placed on the 12-step principles. A 6-point Likert scale was used, 1 = strongly disagree,
2 = disagree, 3 = disagree somewhat, 4 = agree somewhat, 5 = agree, 6 = strongly
agree through SurveyMonkey. The mean, median, mode, and frequency of responses
were recorded and were used to measure the central tendency to determine how each
principal rated the importance of each of the 12-steps principles (McMillian &
Schumacher, 2010). For this research, the number of principals, percentages of
responses, and the mean were calculated to establish overall results of the survey by each
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of the 12-step principles associated in creating high-achieving school environments. For
a 12-step principle to be considered part of a major finding, all five public high school
principals needed to answer either agree or strongly agree for all questions related to the
12-step leadership principle.
Major Finding 1. Flexibility and resilience. High school principals in highachieving schools perceived the behaviors under flexibility and resilience to be
important: being resilient, practicing adaptability, and being persistent. School leaders
must have the skills and behaviors to guide the development of the leadership practices to
meet the rapidly changing environment and challenges of education (Isaacs, 2012). All
of the participants rated responses for this principle with strongly agree in the Leading
for Excellence survey with a score of 100% and a mean score of 6.0. The behaviors with
the highest degree of importance as perceived by the principals were “behave resiliently,”
“practice adaptability,” and “practice persistence” (15 responses, 100%) all in the
strongly agree category with the highest mean score of 6.0. The research of Leithwood
et al. (2008) also found that successful school leaders are open-minded and ready to learn
from others. They are flexible in their thinking within a system of core values,
persistence, resilience, and optimism.
Major Finding 2: Strong leadership. High school principals of high-achieving
schools perceived the behaviors under strong leadership to be important: encouraging the
good ideas of others, developing and adhering to goals that focus on student achievement,
doing the right thing, and managing the relationships in the institution. The behaviors
related to strong leadership in the Leading for Excellence survey proved crucial for
principals to utilize when establishing a high-achieving school environment. The
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behavior with the highest degree of importance as perceived by the principals was
“encourage the good idea of others” (five responses, 100%) in the strongly agree
category. The behaviors of “develop and adhere to goals that focus on student
achievement,” “do the right thing,” and “manage the relationships in the institution” all
yielded a mean score of 5.8 (80% in the strongly agree category). Leithwood et al.
(2006) explored the literature on successful school leadership and found four common
strategies: (a) setting directions, (b) developing people, (c) redesigning the organization,
and (d) managing the instructional program.
Major Finding 3: Vision and values. Public high school principals in highachieving schools perceived the behaviors under vision and values to be important:
having high expectations as a goal, establishing common team values, and doing strong
strategic planning. These strategies were all perceived by the principals as equally
important, with 80% of responses in the strongly agree category and 20% of responses in
the agree category, with a mean score of 5.8 for each leadership behavior and the
principles of vision and values overall. Hallinger and Heck’s (1998) analysis of principal
leadership and student achievement supported the idea that the principal’s work in
setting, communicating, and sustaining the school’s vision and values had the most
consistent influence on student outcomes.
Major Finding 4: High expectations. Public high school principals in highachieving schools perceived the behaviors under high expectations to be important:
providing supports for high expectations, raising student expectations, and having a highachievement learning environment. In the Leading for Excellence survey, 56% of
respondents fell under the category of strongly agree, and 24% of respondents fell under
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agree for having high expectations in order to create an environment of high
achievement. The behavior with the highest perceived degree of importance was “giving
support for high expectations” (five responses, 100%). The behavior of “higher student
expectations” (five responses, 100%) had 40% in the strongly agree category and 60% in
the agree category; the behavior of “having a high achievement environment (five
responses, 100%) had 60% in the strongly agree category and 40% in the agree category.
This finding was supported by several authors who found that an effective school
principal used strategies that promoted academic learning by encouraging high
expectations and by promoting effective instruction in each classroom (Allen et al., 2015;
Day et al., 2001).
Major Finding 5: Communication. Public high school principals of highachieving schools perceived the behaviors under behaviors of communication to be
important: being consistent with two-way communication, communicating that high
achievement is for all, and using multiple means of communication. The behavior of
“using two-way communication” was ranked highest, with a mean score of 5.8 (80% in
the strongly agree category). Next, the behaviors of “communicating that high
achievement is for all” and “using all avenues of communication” had a mean score of
5.6 (60% in the strongly agree category). Trimis (2009) stated that when goals and
objectives are made public, it facilitates the work of students, parents, teachers, school
leaders, and the community at large in ensuring students are meeting the academic goals
and objectives and everyone in the system is supporting the effort.
Major Finding 6: Interconnection of 12-step principles. Public high school
principals in high-achieving schools perceived all behaviors of the 12-step principles to
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be important in varying degrees. Further, principals of high-achieving public high
schools place value and utilize all behaviors to ensure they are establishing a school
environment that is focused on high student achievement and continued improvement.
When evaluating the overall mean scores of all principles surveyed on the Leading for
Excellence survey, it should be noted that all of the 12-step principles—strong leadership,
culture of high achievement, vision and values, love and passion, focus on learning,
embedded professional development, assessment and evaluation, the strength of teams,
collaboration and shared decision-making, communication, and flexibility and
resilience—all had a perceived degree of importance mean score of 5.36 or higher. The
difference between the mean score of the most important perceived leadership principle
(flexibility and resilience, with a mean score of 6.0) and the lowest perceived leadership
principle (academic achievement and assessment for the 21st century, with a mean score
of 5.36) was .67. These data support the argument that all 12 leadership principles were
important in creating an environment that fostered high student achievement.
Research Question 2
What are the leadership strategies for implementing the 12-step principles
proposed by Harvey et al. (2014) to create a K-12 school environment that fosters high
student achievement as perceived by public high school principals?
In answering this question, qualitative data were collected through face-to-face
interviews with the same five public high school principals from high-achieving schools
through 12 scripted interview, open-ended questions that were recorded with the
participant’s permission. Each question aligned with one of the 12-step principles as
proposed by Harvey et al. (2014) that creates an environment of high student
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achievement. The 12-step principles include strong leadership, culture of high
achievement, vision and values, high expectations, love and passion, focus on learning
and academic rigor, embedded professional development, academic achievement and
assessment for the 21st century, strength of teams, collaboration and shared decisionmaking, communication, and flexibility and resilience. All 12 principles of leadership in
this study were critical components of creating an environment of high student
achievement. For a 12-step principle to be considered part of a major finding, the themes
had to be mentioned at least four times by 60% or more of the participants.
Major Finding 1. Academic achievement and assessment for the 21st century.
Public high school principals of high-achieving schools used strategies that focused on
academic achievement and assessment for the 21st century to create an environment of
high student achievement. The three strategies for this principle were referenced 30
times by 60% or more of the participants and accounted for 13% of the coded data,
indicating that focusing on academic achievement and assessment was an important
leadership principle used to increase student achievement. The strategies of “analyzing
multiple data sources to drive instruction” (frequency of 20), “reviewing stakeholder
feedback” (frequency 5), and “looking at student performance in the classroom”
(frequency 5) were considered strategies that public high school principals of highachieving schools possess in order to have a an environment of high achievement. The
strategy of “analyzing multiple data sources” was mentioned by 100% of the public high
school principals. The strategy of “reviewing stakeholder feedback” was mentioned by
80% of the public high school principals. Finally, the strategy of “looking at student
performance in the classroom” was mentioned by 60% of the public high school
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principals. Data are the driving force behind the decisions of effective principals. The
principal of the 21st century is an instructional leader who is accountable for student
achievement, causing an increased need for principals to demonstrate high levels of
effective leadership types as they seek strategies to improve and maintain student
achievement (Roberson, 2010). To that end, achievement and assessment must include
the development of classrooms that promote learning, collaboration, creativity,
innovation, and a global understanding of society with respect and consideration for the
community at large.
Major Finding 2: Love and passion. Public high school principals of highachieving schools displayed behaviors of love and passion by building relationships and
being encouraging. All public high school principals in the study identified the
leadership strategies of displaying love and passion a crucial component of love and
passion helping to establish a culture of high student achievement, with 36 references
accounting for 11% of the coded data. The strategies of “building relationships with
people” (frequency 10), “having an open door” (frequency 10), and “understanding what
motivates people” (frequency 7) were considered strategies that public high school
principals of high-achieving schools utilize and were mentioned by 100% of the
interview participants. These strategies validate that public high school principals work
toward building and maintaining strong relationships with all stakeholders in order to
create a high-achieving school environment. Crum and Sherman (2008) explained the
need for principals to understand their staff, encourage them, and empower the
individuals within a school by establishing a positive rapport with the staff and utilizing
sound communication. Further, leaders must shape environments that value students and
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create environments that lead teachers and other staff members to feel valued and
respected (Johnson & Uline, 2005). Behaviors and strategies that enable supportive
relationships can have a positive impact on academic achievement (Savitz-Romer et al.,
2009).
Major Finding 3: Communication. Public high school principals of highachieving schools used effective communication strategies in order to foster
environments of high achievement. All five principals (100% of participants) expressed
that communication was an important leadership principle rated at 10%, making up 22%
of the coded data. The strategies “constant communication,” “using multiple approaches
to communicate,” “addressing misperceptions,” and “being open and honest” were
considered behaviors that principals of high-achieving schools possess. The strategies of
“constant communication,” “addressing misperceptions,” and “using multiple
approaches” were each mentioned by 60% of the principals interviewed as critical
components in establishing a high-achieving school environment. The strategy of “being
open and honest” was mentioned by 60% of the principals as an important component of
establishing an environment of high student achievement. It is critical to have open lines
of communication so that stakeholders feel supported and that their voice is being heard.
Highly effective leaders make effective leadership and communication a priority and
ensure that staff members are comfortable having crucial conversations (Smith &
Squires, 2016).
Major Finding 4: Vision and values. Public high school principals of highachieving schools used strategies related to vision and values to create an environment
that fostered high achievement. Five strategies emerged from the data coding process for

221

vision and values and were referenced 35 times by the public high school principals and
can be attributed to 9% of the coded data. The strategy of “revisiting and reflecting the
vision with your team and staff” (frequency 12) were mentioned by 100% of the public
high school principals during the interview. The strategy of “being mindful with
onboarding of staff” (frequency 8) was mentioned by 80% of participants. Finally, the
strategy of “envisioning outcomes for students” (frequency 7) was mentioned by 80% of
participants. Public high school principals agreed that developing a shared vision of the
future, helping build consensus about relevant goals, and demonstrating high expectations
for colleagues’ work were crucial components of building vision and values in their
schools. Effective principals understand how to focus the work of the school on the
essential and have a clear vision for the school and identify goals that align with that
vision. They communicate clearly the purpose of the goals in a meaningful way that all
stakeholders understand what is expected of them (Connelly, 2013).
Unexpected Findings
There was one unexpected finding from this research. In comparing the data from
Research Question 1 and Research Question 2, the leadership principles perceived to
have the highest degree of importance in the quantitative data collection were different
from the leadership principles coded with the most frequencies in the qualitative data
collection process. Quantitative data collection revealed flexibility and resilience, strong
leadership, establishing vision and values, and having high expectations as the principles
with the highest perceived degree of importance. Qualitative data collection revealed
academic achievement and assessment for the 21st century, love and passion,
communication, and establishing vision and values to be the principles with the highest
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number of coded frequencies. Both data collection cycles determined that establishing
vision and values was a crucial component of creating environments of high student
achievement. However, the principle of vision and values was not the top ranked
principle in either of the data results, despite appearing in both data sets. In the
quantitative study, it was ranked fourth most important; in the qualitative study, it
accounted for 9% of the coded data, which was again the principle with the fourth most
amount of coded data (36 frequencies). The behaviors elicited from the survey questions
resulted in different ranking order when compared to the strategies reported in the
qualitative interview data.
These results suggest that each of the 12-step principles has a varying degree of
importance depending on the situation, further supporting the interconnectedness of all
leadership principles for the development of a high-achieving school environment. It is
important to consider that there are many different external factors that play into why a
school is considered high achieving: demographics, resources, and community
involvement. Contingent leadership emphasizes the need for leaders to be responsive to
the unique demands of their organizations and the contexts in which those organizations
function (Leithwood & Levin, 2005). This theory embraces leadership traits,
characteristics of a situation, and the way these factors impact leader effectiveness (AligMielcarek, 2003). Contingency theories seek to find variables that distinguish a leader’s
behavior across situations. This theory includes situational awareness into the leadership
styles. It is crucial that school leaders demonstrate contingent leadership skills to adapt
to the ever-changing pace of education to prepare them for any situation.
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Conclusions
The major findings of this study were used to form the conclusions on how public
high school principals perceive the 12-step principles and the strategies used to
implement each of the 12-step principles proposed by Harvey et al. (2014) of strong
leadership, culture of high achievement, vision and values, high expectations, love and
passion, focus on learning, embedded professional development, assessment and
evaluation, the strength of teams, collaboration and shared decision-making,
communication, and flexibility and resilience to create a high-achieving school
environment.
Conclusion 1. Interconnectedness of Principles
The researcher concluded that the interconnectedness of the 12-step principles as
proposed by Harvey et al. (2014) work together in providing an environment of high
student achievement. All 12 principals had a perceived degree of importance mean score
of 5.36 or higher in response to Research Question 1. Further, all principals were able to
produce responses demonstrating behaviors and strategies from each of the 12 principles.
These data suggest that school leaders who utilize all 12 of these leadership principles in
varying degrees can create environments of high student achievement. According to
Leithwood et al. (2006), successful school leaders employ the same basic principles and
skills. Second only to teaching, principal leadership is highly influential on student
learning and performance (Leithwood et al., 2006). W. K. Hoy and Smith (2007)
suggested that the single most important factor in school effectiveness is the principal.
Leaders need to recognize their leadership style and have an understanding of how
important it is to the overall effectiveness of the school. These leadership principles
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provided an outline for principals to establish environments of high student achievement.
Principals of high-achieving schools understand and apply each of the 12-step principals
to establish and maintain optimal learning environments.
Conclusion 2. Strong Leadership is Reflected by many Variables
Based on findings from the research and literature, the researcher concluded that
strong school leaders must utilize several strategies in order to create an environment of
high student achievement. Principals should possess the necessary skill sets to take their
school to high levels of achievement demanded by all levels of stakeholders. They are
expected to be educational visionaries, instructional leaders, assessment experts,
disciplinarians, budget analysts, and experts of policy (Connelly, 2013). These
expectations necessitate an environment where all students are successful learners and all
staff members compose a leadership team in the school and community (Bloom &
Owens, 2013). Public high school principals interviewed stated that a principal’s role as
a strong leader entailed collaboration, encouraging good values, and managing
relationships. They understand and develop people by providing intellectual stimulation.
Principals demonstrate high expectations for performance, monitor organizational
performance, and communicate effectively. Strong leadership serves as the foundation
for school principals to create environments of high student achievement.
Conclusion 3. Vision and Values Shape the School
Based on findings from the research and literature, the researcher concluded that
effective principals of high-achieving schools develop a strong vision and give direction.
The research found that the principal’s role in framing school goals, establishing a clear
mission, and gaining staff consensus were stronger predictors of school outcomes than
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other instructional or managerial activities (Hallinger & Heck, 1998). They communicate
the purpose and goals in a meaningful way so that all stakeholders have buy-in and
understand what they need to do.
Hallinger and Heck’s (1998) meta-analysis of the relationship between principal
leadership and student achievement finds that the principal’s work in setting,
communicating, and sustaining the school’s mission and goals has the most consistent
influence on student outcomes. Effective school leaders know how to focus the work of
the school on what is essential and have a clear mission and purpose by identifying goals
that align with the vision and values of the school. Public high school principals
interviewed stated that revisiting and reflecting on school goals and vision by completing
self-studies was a regular and consistent practice and played a role in strategic planning.
These principals also harness input from individuals so that they may foster support for
school improvement and dramatic impact. Principals who define and communicate
shared goals with teachers provide organizational structures that guide the school toward
a common focus (Alig-Mielcarek, 2003). Again, both academic focus and staff
consensus were viewed as critical components of high-achieving school environments
with measurable impact on achievement at the school level (Hallinger & Heck, 1996).
Conclusion 4. Communication is Key
Based on findings from the research and literature, the researcher concluded that
strong communication to all levels of the organization are key in creating an environment
of high student achievement. Public high school principals stated that being intentional,
consistent, and communicative in a planned manner was important regardless of what the
message was. Effective principals updated people affected by decisions or events and
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think critically about what information particular groups of people need and then work to
ensure that those people have the benefit of that insight (Hitt et al., 2018). Effective
communicators utilized different methods of communication and managed to get ahead
of misperceptions by being consistent and honest. This process involved working
collaboratively with the school community to identify discrepancies between practice and
outcomes for the future and to communicate change initiatives effectively to the school
community (Maulding et al., 2012). Public high school principals also stated that it was
critical to have open lines of communication so that teachers and stakeholders felt
supported and that their voice was heard. Highly effective leaders made communication
a priority and ensure that teachers are comfortable having crucial conversations about
their practice (Smith & Squires, 2016). Principals saw communication as a way of
bringing groups together and uniting them for a common purpose (Hitt et al., 2019).
Conclusion 5. Student Achievement for the Whole Student
Based on the findings from the research and literature, the researcher concluded
that leaders should have a focus on student achievement in order to foster an environment
of high student achievement. Evidence suggested that school leadership has a significant
effect on academic achievement (Hallinger & Heck, 1998; Leithwood & Jantzi, 1999).
The job of the principal in the 21st century continues to become more complex and
challenging than ever before as principals are accountable for student achievement.
School principals manage the teaching and learning program by creating a productive
working environment for both teachers and students. This role causes an increased need
for principals to demonstrate higher levels of effective leadership types as they continue
to seek new strategies to improve student achievement (Roberson, 2010). This research
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may indicate the nature of professional develop potentially necessary for all high school
principals to help promote high-achieving schools. Students must develop a complex set
of skills that prepare them for both the rigor of college and the demands of the workplace.
Education should increase students’ understanding of the world around and their place in
the global society. Public high school principals stated that it was crucial to use a wide
range of assessment strategies to evaluate student performance and differentiate
instruction in order to value the whole student and celebrate their successes in and out of
the classroom. The role of the school principal is to engage the faculty in a general
agreement about what they hope their school will become and what types of students they
want to produce for society.
Conclusion 6. Data Drives all Decisions
Based on findings from the research and literature, the researcher concluded that
data drive all decision-making at the school site. Cultures of high achievement are
developed when leaders stay intentional and focused on data monitoring from multiple
sources that inform classroom instruction, professional development, and school systems.
Data are the driving forces behind the decisions made by effective principals—data such
as special education placements, retention rates, education placements, attendance,
grades, and standardized test scores reveal achievement patterns, equity issues, and the
overall effectiveness of the school (Stone & Dahir, 2007). Public high school principals
stated that it was crucial to comb through layers of data with different levels of
stakeholders in order to triangulate the data and make informed decisions that impact the
culture and achievement of their schools. They advocate for decisions and policies that
are for the benefit of students to improve the school’s practice of instruction in order to
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advance the learning of all students. Principals determine the courses of action based on
the data analysis of the needs of students and the school to operate from the position of
advocating for students by leveraging existing policies for transformation of their
schools.
Conclusion 7. Building Relationships at all Levels
Based on the findings and literature, the researcher concluded that focusing on
building relationships and connecting with all stakeholders was an important leadership
strategy that principals used to create a high-achieving school environment. Principals
build on cultures and cooperative processes, manage the environment, and build
productive relations with all stakeholders. Therefore, being intentional about how
relationships are genuinely built and cultivating connections with staff in a variety of
ways is crucial for principals. Public high school principals interviewed indicated that
taking time to build positive relationships by being open and honest, compassionate, and
available builds trusting and strong relationships with staff members. Principals also
checked in with their staff frequently and focused on understanding people and what
motivated them as professionals and human beings. The research supports that the
principals created an environment of high student achievement through inspiration,
influence, visibility, and by creating a sense of community among school members. In
this type of environment, school members and stakeholders had comfort working
together, sharing tasks, and assisting each other personally and professionally (Mwangi,
2011).
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Implications for Action
The prior conclusions suggest a need for implications for action. A culture of
high achievement is created when all 12 principles are applied by school site leaders. In
general, this study validates that the 12 domains play a crucial role in the development of
such an environment. The major findings of the study along with the literature related to
the 12-step principles provide a clear understanding of the specific strategies that
principals used to create environments of high student achievement. The following are
the researcher’s recommendations to address the conclusions derived from this study.
The implications for action developed also include responsible persons or groups for
implementing the designated implications.
Implication 1. A Need for Self-Assessment
Based on the findings of the study and literature review, it is recommended that
all school principals participate in the Leading for Excellence survey in order to selfassess their individual perception of the importance of each of the leadership principles.
This will allow school leaders to identify the degree of importance leaders place on each
of the principles and identify areas of need for developing leadership behaviors and
strategies to be used in their school sites. School leaders will gain insight into their own
leadership style and view how each principle is valued when evaluating their own school
environments and its needs. Leadership professional development and mentoring can be
formulated based on the needs of each individual leader based on survey outcomes.
Implication 2. Intentional Leadership Coaching and Mentoring
Cultivating a high-achieving school environment is a complex and dynamic
process that requires attention to building relationships, analyzing data, communicating,
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and focusing on vision and values. To support school principals in this endeavor, all
school districts should provide principals with personalized leadership coaching and
mentoring centered on the 12-step principles on a consistent basis. School districts have
the responsibility for providing site leaders the tools necessary in becoming effective for
their staff and stakeholders in an ever-changing educational environment to be successful
at achieving their own professional growth goals. Districts should provide regular sitebased coaching, resources, feedback, and support to assist site leaders in their own
leadership needs. Coaching and mentoring should be tailored for the individual needs of
each principal based on their evaluation criteria. As leaders feel supported, they will be
more willing to step out of their comfort zone and commit to continually improving their
practice.
Implication 3. Continued Professional Development
Based on the findings of this study and the literature review, site leaders need to
engage in continued professional development in order to establish a high-achieving
school environment. Professional development for school leaders should provide leaders
with practical skills and strategies to create a culture of high student achievement that can
withstand the complexities of changing demands of education. School districts should
base professional development on the behaviors and strategies surrounding the 12-step
principles of leadership in order to ensure that site leaders are equipped with the skills
necessary to create and maintain a high-achieving school environment. Professional
development opportunities should be offered for leaders to increase their knowledge and
understanding of their role. This could be done explicitly or through collaboration time
with colleagues. Districts can accomplish this by creating PLCs with a monthly focus on
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each of the 12 principles. Just as district and site leaders create models for teacher PLCs,
principals should actively participate in structured and district-facilitated PLCs to
continue to develop and refine their leadership skills and growth.
Implication 4. Making Time to Build Relationships with Staff and Stakeholders
Based on the findings of the study and literature review, principals should make
time to build relationships with teachers and stakeholders. School days can be filled with
many administrative issues that are often perceived as a priority at the time. Leaders
must make a genuine effort to put the needs of teachers and students at the forefront of
their daily work. It is crucial that leaders take the time to check in with their staff and get
to know them by showing genuine care and concern for them as people and professionals.
It is also essential to put classroom instruction at the forefront on a daily basis. This can
be a challenge because of lack of time or knowledge in specific content areas. School
leaders can accomplish this by blocking out calendared times to conduct informal
classroom visits and participate in school activities to stay intentionally connected to staff
and stakeholders.
Implication 5. Establish a Strong Site-Based Leadership Team
Based on the findings of the study and literature review, principals should work
toward creating a strong leadership team made up of various staff and site leaders to
continuously seek input in all school systems, discipline, processes, instruction, and
decisions. This would ensure that the school members have collective ownership of the
school’s mission and goals because the work is impossible to achieve individually as the
principal. Empowering staff to be change agents has a powerful effect on school culture
and achievement. The principal should remain focused on distributing leadership in
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order to engage groups of individuals through interaction between multiple leaders.
Leadership needs to be distributed to those who have or can develop the knowledge or
expertise required to carry out tasks expected of them. Distributing leadership does not
automatically foster environments of high student achievement; rather, it depends on the
way it is distributed, how it is distributed, and for what purpose it is distributed. The role
of the site-based leadership team could include annual reviews of WASC documents and
data to make informed decisions about school progress toward goals. School districts
that want to continue toward establishing schools with cultures of high achievement
should require criteria of site-based leadership teams to ensure that district and school
initiatives and goals are met and surpassed.
Recommendations for Further Research
Based on this study, the following recommendations are made to further the
research surrounding the developing of high-achieving school environments through the
use of the following leadership principles: strong leadership, culture of high achievement,
vision and values, high expectations, love and passion, focus on learning, embedded
professional development, academic achievement and assessment for the 21st century,
the strength of teams, collaboration and shared decision-making, communication, and
flexibility and resilience.
Recommendation 1
Conduct a case study on a turn-around school environment to see how a new site
leader uses the 12-step principles of leadership to develop and maintain a culture of high
student achievement.
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Recommendation 2
Conduct a replication study and include the variable of grade level (elementary,
middle school, and high school) to determine whether the research yields different
outcomes by school levels.
Recommendation 3
Conduct a longitudinal study to determine whether the number of years a site
principal spends at a site increases the likelihood of creating a high-achieving school
environment using the 12-step leadership principles.
Recommendation 4
Conduct an explanatory mixed-methods study to replicate using various districtlevel leadership roles and the 12-step leadership principles as proposed by Harvey et al.
(2014) to establish a high-achieving school environment.
Recommendation 5
Conduct an explanatory mixed-methods study and include the variable of types of
schools using public schools, charter schools, private schools, urban schools, and
suburban schools to determine whether the research yields different outcomes by school
types.
Recommendation 6
Conduct an explanatory mixed-methods study to replicate using public high
school principals who serve in populations of high English language learners and special
education populations and the 12-step leadership principals as proposed by Harvey et al.
(2014) to establish a high-achieving school environment.
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Recommendation 7
Conduct a meta-analysis study with data collected from each of the thematic
studies conducted by the “Leading for Excellence” thematic dissertation team.
Concluding Remarks
Through a review of the literature, surveys collected, and interviews conducted
from principals of high-achieving high schools, it is evident that leadership plays a
crucial role in positive educational outcomes and the creation of environments of high
student achievement. Because of education’s dynamic and ever-changing nature,
leadership in schools also has a great effect on staff and teacher commitment to their
organization and student learning. There has been immense research on the impact that
school leadership has on student achievement. Although this places addition pressure on
administrators, it also pressures school districts to ensure that their leaders are selected
appropriately and equipped with the necessary skills for the challenges that are presented
at the school level. Echoed throughout this study is the need for understanding that
leaders who successfully integrate the leadership principles of strong leadership, culture
of high achievement, vision and values, high expectations, love and passion, focus on
learning, embedded professional development, academic achievement and assessment for
the 21st century, the strength of teams, collaboration and shared decision-making,
communication, and flexibility and resilience will have the greatest effect on creating
environments of high student achievement.
In reality, no one person can possess all the knowledge and skills necessary to
effectively address the needs of a school environment that impacts student achievement.
However, principals must be able to accurately survey their school and stakeholders to
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assess the school’s needs and continue to work on the necessary skills and behaviors
needed to create an environment of high student achievement. Principals and teachers are
under extreme pressure to raise student achievement scores. Nonetheless, the findings of
this research suggest that principals play an essential role in meeting these challenges by
exhibiting behaviors and strategies consistent with the 12-step principles as proposed by
Harvey et al. (2014). Principals do directly impact student achievement; therefore, it is
important that principals practice the leadership skills necessary to foster such
environments of high student achievement. In order to best support principals with the
increasingly complex challenges of student achievement, the factors that influence a
principal’s ability to foster high-achieving environments should be considered.
This research was enlightening for me both personally and professionally. Being
a new administrator, this research provided growth and insight into a new field for me. I
can see the value of understanding different leadership approaches and strategies and
considering different demographics and school communities. Further, understanding the
need for continued professional development, growth, and mentorship on leadership
principles to support student achievement is something that I will keep at the forefront as
I continue on this personal leadership journey. It is crucial to understand the direct
impact that principals have on creating and maintaining a high-achieving school
environment. I understand that schools have a staff with a moral imperative to ensure
that all students can achieve and that a strong principal who understands data, builds
capacity and relationships, and communicates vision and values effectively can work
toward developing an environment of high student achievement. Finally, it is essential
that principals understand that excellence is a moving target, and it is necessary for site
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principals to integrate strong leadership principles as proposed by this study to establish
an intentional and central focus in creating environments of high student achievement to
withstand the ever-changing demands of accountability and education.
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APPENDIX C
Interview Protocol and Questions
My name is Atikah Osman and I am an Assistant Principal in the Orange Unified School
District. I’m a doctoral candidate at Brandman University in the area of Organizational
Leadership. I’m a part of a team conducting mixed methods research to determine the
degree of importance for twelve specific principles of leadership. These principles
include strong leadership, establishing a culture of high achievement, vision and values,
high expectations, love and passion, focus on learning and academic rigor, embedded
professional development, academic achievement and assessment, the strength of teams,
collaboration and shared decision making, communication, and flexibility and resilience.
In addition, this research will explore and describe the leadership strategies used to
implementing these twelve leadership principles, as proposed by Harvey, Drolet and
DeVore (2014) to create a K12 school environment that fosters high student achievement
as perceived by public school Title I elementary principals. This study is about the
degree of importance of each of the twelve leadership principles and the strategies leaders
employ to implement these leadership principles in order to develop a high achieving
school.
Our team is conducting approximately 35 interviews with leaders like yourself. The
information you give, along with the others, hopefully will provide a clear picture of the
thoughts and behaviors that leaders use to create a high achieving school culture that
fosters high student achievement within their organizations and will add to the body of
research currently available.
Incidentally, even though it appears a bit awkward, I will be reading most of what I say.
The reason for this to guarantee, as much as possible, that my interviews with all
participating exemplary leaders will be conducted pretty much in the same manner.
Informed Consent (required for Dissertation Research)
I would like to remind you any information that is obtained in connection to this study
will remain confidential. All of the data will be reported without reference to any
individual(s) or any institution(s). After I record and transcribe the data, I will send it to
you via email so that you can check to make sure that I have accurately captured your
thoughts and ideas.
Did you receive the Informed Consent and Brandman Bill of Rights I sent you via email?
Do you have any questions or need clarification about either document?
We have scheduled an hour for the interview. At any point during the interview you may
ask that I skip a particular question or stop the interview altogether. For ease of our
discussion and accuracy I will record our conversation as indicated in the Informed
Consent.
Do you have any questions before we begin? Okay, let’s get started, and thanks so much
for your time.
_______________________________________________________________________
Note: Do not share the probe with interviewees; it is used only if you deem it necessary.
The final interview protocol you share with interviewees only contains the main interview
questions for each element.
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Strong Leadership
Question:
How do you establish a clear and effective vision for your organization that is focused on
increased student achievement and encouraging the good ideas of others?
Probe:
If possible, can you share an example or two of how you use your organization’s vision
and goals to promote a climate of high student achievement.
Culture of High Achievement
Question:
How do you establish with members of your organization that high student achievement
should be a priority?
Probe:
As you consider all the leadership work you have done with your team, what would you
identify as the most valuable strategy or strategies you employed as a leader to develop
and establish a culture of high achievement with your team members?
Vision and Values
Question:
Please share with me how you worked with your team to develop an organizational vision
and common values that foster high student achievement?
Probe:
Do you have a plan for assuring new members to the team will become familiar with the
established vision and values statement?
High Expectations
Question:
What does “high expectations” look like in a successful school, and how do you establish
and maintain them?
Probe:
How do you communicate and maintain high expectations to the different levels of
stakeholders (students, parents, staff, community?)
Love and Passion
Question:
Can you please share with me how you stay intentionally committed to connecting and
relating to your team?
Probe:
Can you share an experience when you were aware of the personal needs of someone on
your team and how that helped you to maintain that personal relationship?
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Focus on Learning and Academic Rigor
Question:
Focus on learning and academic rigor is a way to establish a set of defined standards for
increased student achievement. Can you please share what you do to promote student
achievement?
Probe:
Can you share some ways you encourage others to promote a focus on learning and
academic rigor?
Embedded Professional Development
Question:
There is research to support that embedding professional development into the teacher’s
day-to-day teaching practice can enhance teachers’ content-specific instructional
practices
with the intent of improving student learning. How do you ensure the professional
development provided to teachers aligns to the goal of increasing student achievement?
Probe:
Can you share how professional development to your staff has directly impacted your
school’s vision and goals in regard to increasing student achievement?
Academic Achievement and Assessment for the 21st Century
Question:
There is evidence that data driven decision making can support increasing student
achievement. What data do you use to support your decision making focused on
academic achievement?
Probe:
Can you provide an example of how data were used to support decision making focused
on increasing student achievement?
The Strength of Teams
Question:
Teams of individuals who work cohesively have the ability to achieve a common goal.
As the leader in your organization, what are some practices you have used to strengthen
teams?
Probe:
How do you support teams who are struggling?
Collaboration and Shared Decision Making
Question:
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School leaders who involve the school community in shared decision making are able to
impact student achievement. How do you foster collaboration with staff, families, and
other key stakeholders in the school’s decision-making processes?
Probe:
What do you do to ensure that key groups are represented when making decisions to
support high student achievement?
Communication
Question:
Educational leaders who have open conversations with teachers and other stakeholders
can have a positive impact on student achievement. Can you share some examples of
how you engage your stakeholders to help increase student academic outcomes?
Probe:
How has your approach to communication changed over time?
Flexibility and Resilience
Question:
Having an open mind helps leaders solve problems effectively. However, one must also
know when to stay the course. Can you give some examples when you needed to adapt
your leadership style to support changing school or district goals?
Probe:
What are some strategies you use to encourage people to stay the course even during
difficult times?
“Thank you very much for your time. If you like, when the results of our research are
known, we will send you a copy of our findings.
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APPENDIX D
Permission to use HAES from Harvey, Drolet, & DeVore (2014)

From: "Devore, Douglas" <ddevore@brandman.edu>
Subject: Permission to use Likert Scale data collection instrument
Date: May 28, 2019 at 10:49:26 AM MST
To: "Devore, Douglas" <ddevore@brandman.edu>
Thank you for your inquiry about using the High
Achievement Environment Scale from our Leading for
Excellence: A Twelve Step Program To Student Achievement
book. Consider this response approval to use that scale for
your survey instrument.

Doug
Doug DeVore, Ed.D.
Professor
Organizational Leadership
BUIRB Chair
ddevore@brandman.edu
www.brandman.edu
Contact Information:
T: 623.293.2421 | Fax: 623.218.9030
15624 W. Roanoke Ave
Goodyear, AZ 85395
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APPENDIX F
Quantitative Field-Testing Feedback Form

Field-Test Interviewee Feedback Questions
1. How did you feel about the interview? Do you think you had ample opportunities
to describe what you do as a leader when working to develop a high achieving
school?

2. Did you feel the amount of time for the interview was ok?

3. Were the questions by and large clear or were there places where you were
uncertain what was being asked?

4. Can you recall any words or terms being asked about during the interview that
were confusing?

5. And finally, did I appear comfortable during the interview… (I’m pretty new at
this)?
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APPENDIX G
Qualitative Field-Test Feedback Form

Survey Feedback by Field-Test Participant
We students at Brandman University so appreciate your help in our designing the best
survey we can. Your participation is crucial to the effort.
Below are some questions that I would appreciate you answering after completing the
survey. Your answers will assist me in refining both the directions and the survey items.
This will allow me to make edits to improve the survey prior to administering to all of the
potential study participants.
You have been provided with a paper copy of the survey, just to jog your memory if you
need it. Thanks so much.

1. How many minutes did it take you to complete the survey, from the moment you
opened it on the computer until the time you completed it?____________
2. Did the portion up front that asked you to read the consent information and click
the agree box before the survey opened concern you at all? ____
If so, would you briefly state your concern __________________________
_____________________________________________________________
3. Did the Information About section help clarify for you the purpose of this
research? ________
4. Was the Introduction sufficiently clear (and not too long) to inform you what the
research was about? ______ If not, what would you recommend that would make
it better? _______________________________________
_____________________________________________________________
5. Were the directions in the leadership principle survey clear, and you understood
what to do? _____
If not, would you briefly state the problem __________________________
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_____________________________________________________________
6. Were the brief descriptions of the 6 choices prior to your completing the items
clear, and did they provide sufficient differences among them for you to make a
selection? ______ If not, briefly describe the problem______________________
__________________________________________________________________
7. As you progressed through the Do I statements in which you gave a rating of 1
through 6, if there were any items that caused you say something like, “What does
this mean?” Which item(s) were they? Or if not, please check here:____
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APPENDIX H
Quantitative Alignment Table
Alignment of Survey Likert Scale to Research Question 1 for 12-Step Strategies
Research question
Descriptors for 6 Point Likert Scale
RQ 1: What is the degree of
importance for the twelve step
principles proposed by Harvey, Drolet
and DeVore (2014) to create a K12
school environment that fosters high
student achievement as perceived by
public school elementary
superintendents.
1.

Strong Leadership

Establish a clear vision for the organization
Develop and adhere to goals that focus on student
achievement
Encourage the good ideas of others
Do the right thing (versus doing things right)
Use collaboration
Manage the relationships of the institution

2.

Culture of High Achievement

Turn a toxic environment around
Establish trust
Make people want to be there
Use norms
Use artifacts, heroes, and stories
Know my staff members’ stories and honor them
Celebrate
Use joy

3.

Vision and Values

Have high achievement as a goal
Establish Common Team Values
Do strategic planning
Have all constituents buy-in to the values

4.

High Expectations

Lower Student Expectations
Higher Student Expectations
Give support for high expectations
Have a high achievement environment

5.

Love and Passion

6.

Focus on Learning and
Academic Rigor

Love the people I work with
Love the work
Practice skills of love
Focus on the Positive in Others
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Make student learning the chief responsibility of
everyone
Set high expectations for learning
Define rigor
Demand rigor
Support rigor

7.

8.

9.

Embedded Professional
Development

Academic Achievement and
Assessment for the 21st
Century

Establish technology
as a focus for professional
development priorities and goals
See professional development as an intensive, ongoing
and connected practice
Align professional development with school
improvement priorities and goals
Use school-based coaching to enhance professional
Development
Use assessment for 21st-century skills
Employ formative assessment
Use multiple assessment
Use data over and over again
Use data assiduously to improve
Use trend data
Use a team to analyze data
Change assessments for Common Core Standards
Use criteria that are authentic

Strength of Teams
Make sure I have a high functioning team
Make sure that everybody goes in the same direction
Make sure I have a role in high achievement
Attend to the personal side of teams

10. Collaboration and Shared
Decision Making

Make sure the what goes down, but the how goes up
Share the information
Use the participation to get investment success
Broaden the involvement
Implement good decision-making practice

11. Communication

12. Flexibility and Resilience

Use all avenues of communication
Communicate that high achievement is for all
Use two-way communication
Behave resiliently
Practice adaptability
Practice persistence
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APPENDIX I
Brandman University IRB Approval Form
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APPENDIX J
Informed Consent
INFORMATION ABOUT: Leading for Excellence: Leadership Behaviors That
Support A High Achieving School Climate
RESPONSIBLE INVESTIGATOR: Atikah Osman, M.A.
PURPOSE OF STUDY: You are being asked to participate in a research study
conducted by Atikah Osman, a doctoral student from the School of Education at
Brandman University. The purpose of this explanatory mixed methods study is to
determine the degree of importance for the twelve step principles proposed by Harvey,
Drolet and DeVore (2014) to create a K12 school environment that fosters high student
achievement as perceived by urban secondary principals. A secondary purpose is to
explore and describe the leadership strategies for implementing the twelve step
principles proposed by Harvey, Drolet and DeVore (2014) to create a K12 school
environment that fosters high student achievement as perceived by urban secondary
principals.
The interview(s) will last approximately 45 – 60 minutes and will be conducted in
person. In addition, participants will complete an electronic survey using
SurveyMonkey. The survey will take approximately 15 minutes to complete.
I understand that:
a) There are minimal risks associated with participating in this research. I
understand that the Investigator will protect my confidentiality by keeping the
identifying codes and research materials in a locked file drawer that is available
only to the researcher.
b) I understand that the interview will be audio recorded. The recordings will be
available only to the researcher and the professional transcriptionist. The audio
recordings will be used to capture the interview dialogue and to ensure the
accuracy of the information collected during the interview. All information will be
identifier-redacted and my confidentiality will be maintained. Upon completion of
the study all recordings will be destroyed. All other data and consents will be
securely stored for three years after completion of data collection and
confidentially shredded or fully deleted.
c) The possible benefit of this study to me is that my input may help add to the
research regarding coaching programs and the impact coaching programs have on
developing future school leaders. The findings will be available to me at the
conclusion of the study and will provide new insights about the coaching
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experience in which I participated. I understand that I will not be compensated for
my participation.
d) If you have any questions or concerns about the research, please feel free to contact
xxxxxxx@mail.brandman.edu or by phone at xxx-xxx-xxxx or Dr. Doug DeVore
(Advisor) at xxxxxxx@brandman.edu.
e) My participation in this research study is voluntary. I may decide to not
participate in the study and I can withdraw at any time. I can also decide not to
answer particular questions during the interview if I so choose. I understand
that I may refuse to participate or may withdraw from this study at any time
without any negative consequences. Also, the Investigator may stop the study
at any time.
f) No information that identifies me will be released without my separate consent
and that all identifiable information will be protected to the limits allowed by law.
If the study design or the use of the data is to be changed, I will be so informed
and my consent re-obtained. I understand that if I have any questions, comments,
or concerns about the study or the informed consent process, I may write or call
the Office of the Vice Chancellor of Academic Affairs, Brandman University, at
16355 Laguna Canyon Road, Irvine, CA 92618, (949) 341-7641.
I acknowledge that I have received a copy of this form and the “Research
Participant’s Bill of Rights.” I have read the above and understand it and hereby
consent to the procedure(s) set forth.
Signature of Participant

Signature of Principal Investigator
Date
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NIH Certificate
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APPENDIX L
Research Participant’s Bill of Rights
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APPENDIX M
Invitation to Participate
Date: September 14, 2019
Dear Potential Study Participant:
I am a doctoral candidate at Brandman University researching towards the doctorate in
Organizational Leadership. I am part of a team conducting research to determine the
degree of importance for twelve specific principles of leadership. In addition, this
research will explore and describe the leadership strategies used to implementing these
twelve leadership principles.
I am asking for your assistance in the study by participating in an interview which will
take from 45-60 minutes and will be set up at a time that is convenient for you. If you
agree to participate in an interview, you will be assured that it will be completely
confidential. No names will be attached to any notes or records from the interview. All
information will remain in locked files accessible only to the researcher. No one from
your school district will have access to the information obtained during the interview.
You will be free to stop the interview and withdraw from the study at any time. Further,
you may be assured that the researchers are not in any way affiliated with your school
district.
I am available to answer questions via telephone (xxx) xxx-xxxx or via email at
xxxxx@mail.brandman.edu, to answer any questions you may have.
Please email or call me if you are willing to consider being a part of this study. Your
participation would be greatly valued.

Sincerely,

Atikah Osman
Doctoral Candidate Bradman University in Organizational Leadership
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